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Factors which predict general and job-related stress 
levels of Georgia Special Education Directors were 
identified and analyzed. The research was based on 
responses to a seventy-nine item survey which was mailed 
to the entire population of Special Education Directors 
in Georgia. Eighty-one percent of the surveys were 
returned. 
The study allowed participants to identify personal 
and professional stressors in their lives. These were 
related to the characteristics of represented school 
systems and the characteristics of each Special Education 
Director. Data were analyzed using the Pearson Product 
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Moment Correlation Coefficient at a pre-established 
significance level of .05 or a confidence level of 95%. 
A statistically significant relationship was found to 
exist between general stress and (a) job stress, (b) job 
satisfaction,and (c) overall health. Further, a 
statistically significant relationship was found to exist 
between perceived souces of job stress and (a) overallr 
health and (b) job satisfaction. 
No relationship was found to exist between the 
personal and professional characteristics of the Special 
Education Directors and general stress or job stress. 
Further, no relationship was found between general or job 
related stress of Special Education Directors and the 
characteristics of their respective school districts. 
Because the research was based on responses of 146 of 
the entire population of 180 Directors, recommendations 
are made which should benefit Georgia Special Education 
Directors and, ultimately, the students whom they serve. 
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General Background Information 
Since the one-room schoolhouse days, educators have 
been aware that some of the children's educational needs 
were not being met through traditional school programs. 
Some children did not hear or behave sufficiently enough to 
be successful in school. Yet. through the years more and 
more of these children were attending school. School 
systems have responded to their needs through a variety of 
approaches. Thus. the knowledge and skills required to 
administer schools have changed correspondingly. (Mayer, 
1982). 
Approximately four million exceptional individuals are 
now being served in special education programs in American 
schools. These programs exist because parents and educators 
recognize the need for a modified curriculum for these 
students. However, they also exist because of a series of 
court cases and laws that guarantee all students, regardless 
of their handicapping condition, the right to an appropriate 
education at the public expense (Dedrick and Raschke, 1990). 
Since the mid 1970s, great emphasis has been placed on 
expanding and availing educational opportunities to all 
children. Weintraub and Abeson (1976) described the change 
as an educational revolution that establishes for the 
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handicapped the same right to an education that already 
exists for the non-handicapped. This "revolution" has 
resulted in mandating special education programs by state 
and federal legislation and has produced rapid growth of 
special education programs. Mayer (1982). reported that the 
number of children who receive special education services in 
many school districts exceeds ten percent of the total 
school population. The involvement of such large numbers of 
children in various types of special education programs has 
created a need for school administrators who are 
knowledgeable about the educational needs of this segment of 
the school population. Much of the success of any special 
education program rests in the hands of the local school 
system's Director of Special Education. 
The administrator whose responsibility is to oversee 
the special education programs may be called a director, 
coordinator, consultant, or supervisor. This position is 
usually a middle management administrative position, but in 
a large system, the administrator might be an assistant 
superintendent. This position may include both staff and 
line administrative responsibilities. According to Mayer 
(1982) the role and functions of a special education 
administrator are to work with the parents of the 
handicapped; to monitor federal and state compliance; to 
plan and implement programs; to consult, interpret, and 
implement legislation; and to supervise personnel. 
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Specific Background Information 
According to DeShong (1981) the mounting collection of 
data on stress, along with the hour-by-hour requirements of 
special education, indicated that the special educator is a 
vulnerable target for stress and all the complications that 
accompany stressed conditions. High rates of job stress 
have been noted among persons whose jobs require them to 
have responsibility for the welfare of others without the 
authority or resources to adequately manage that welfare. 
Results indicate that having responsibility for other people 
causes more job stress than the responsibility for inanimate 
objects (DeShong, 1981). 
According to Guenin (1986), special education 
administrators are involved in student diagnoses, placement 
decisions, due process hearings, and consultations. They 
also find themselves working with numerous providers and 
recipients of services. Guenin noted that they must respond 
to pressures within the school hierarchy as well as 
expectations from parents, school boards, advocacy groups, 
and state and federal bureaucracies. Special education 
administrators are in particularly stressful situations, and 
changing roles and added responsibilities are causing 
professional and personal crises for many competent ones. 
Guenin (1986) further pointed out that in the past few 
years an awareness of job stress has increased among 
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professional educators. The symptoms of the stress 
experienced by educational personnel have resulted in 
absenteeism, low morale, and an increasing rate of turnover. 
She concluded that there have been limited in-depth studies 
of this phenomenon and that further systematic study is 
needed to determine how stress affects directors and 
supervisors of special education programs. 
Research conducted by Engel and Nail (1984) showed that 
educators accept employment for the following prioritized 
reasons: (1) proximity to a spouse's job, (2) friendliness 
of the administration, (3) discipline. (4) salary, (5) 
facilities, (6) personal growth, (7) competence of the 
staff, and (8) philosophy of the organization. 
According to DeShong (1981) higher rates of stress are 
present in situations in which there is more to do than one 
can do well. Workers in careers with high rates of change 
in the work environment also have increased potential for 
stress. DeShong (1984), Selye (1976), and Maslach (1978) 
noted that other elements of the career situation found to 
encourage high stress include: low status attached to the 
job, high rate of involvement with people who are ill, 
isolation from colleagues, lack of guidance and training, 
and lack of recognition. 
Riley and Zaccaro (1987) pointed out that managers and 
researchers are in some agreement that excessive stress can 
diminish the health and quality of work life for employees. 
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Less agreement exists regarding the effects of stress on 
organizational effectiveness. Some researchers note that 
different stresses can result in higher performance under 
certain circumstances and lower absenteeism (McGrath, 1976; 
Sales, 1970). Others maintain that stress lowers 
performance, job satisfaction and organizational commitment 
and increases absenteeism, turnover, and other forms of 
organizational withdrawal (Beehr and Newman, 1978; Cohen, 
1985; Jamal, 1985; Van Sell, Brief, and Schuler, 1981). 
Stress is an internal event, affecting and affected by the 
most critical element; it is a physiological experience 
affecting one physically, emotionally, socially, 
intellectually, and spiritually. According to Selye (1976) 
not all stress is bad and no one can live without 
experiencing some degree of stress. Selye (1976) further 
asserted that in a medical sense, stress is essentially the 
rate of wear and tear in the body. 
According to Mitchell (1987) the responsibility for the 
education of the children of this country is a complex and 
often stress-filled task. Stress is the major factor for 
educators experiencing job dissatisfaction, burnout, a high 
rate of turnover, and a high rate of physical and mental 
illness. These experiences have weakened the educational 
system. 
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Statement of the Problem 
The purpose of this study was to do a comparative 
analysis of selected demographics, the general stress 
levels, and the perceived sources of job stress among 
Georgia Special Education Directors. 
Significance of the Problem 
This study's findings were used to determine Georgia 
Special Education Directors's general stress levels, their 
perceived sources of job stress, and the extent that their 
personal, professional and school system demographics 
correlated with the stress they experienced. 
Dedrick and Raschke (1990), pointed out that the 
average United States public school teacher works 50.4 hours 
each week and earns a salary of less than $23,000.00 a year. 
Many teachers feel powerless, frustrated, and unappreciated; 
and a high number of them are leaving the profession. 
According to Alley and Ballenger (1990) approximately 
17% of America's two million teachers were employed outside 
their school system during the 1989-90 school year. Thier 
study concluded that moonlighting adversely affects teacher 
recruitment, job stress, and teacher efficiency. 
The Carnegie Forum on Education and the Economy (1986) 
reported that in the next ten years, more than one million 
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public school teachers will leave the profession in the 
United States. This study also indicated that of the 9,000 
elementary school teachers surveyed regarding their health 
problems associated with teaching, 84 percent indicated 
there are inherent nealth hazards. Additionally, the 
attrition rate for special education teachers with one to 
two years of experience was near 50 percent. 
Cedoline (1982) observed that the concept of stress is 
as old as life .tself. Humans in the prehistoric era 
experienced s ess in the form of fear and disease. In 
ancient China, the symbol for stress included one for danger 
and the other for opportunity. Physical or psychological 
harm is the danger and the possibility of its motivational 
effect is the opportunity. 
Alshuler (1980) noted that the nature of education 
requires that maximum attention be given to the well-being 
of the student. This often means that the educator cannot 
spend appropriate time attending to his or her own well¬ 
being; therefore, stress and teaching become synonomous. 
According to Greenberg (1984) educators who continually 
make the care of self a second or third priority 
dramatically increase their chances of being the victim of 
stress-related disorders and eventual burnout. 
Bloch (1978) observed that educators have little 
control over their job. DeShong (1981) cited the following 
causes of stress among special educators: parent 
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conferences, little positive reinforcement, salary, amount 
of paperwork, little money for special requirements, and 
having to be accountable to so many different people. 
DeShong (1981) pointed out that stress is experienced by 
special educators for two basic reasons. First, these 
careers possess characteristics that are known to create 
potentially high stressful conditions. Second, the college 
preparation has not included the learning of healthy 
emotions while functioning in an unpredictable, difficult, 
and changing environment. 
Shaw (1980) emphasized that the topic of job stress and 
special education was infrequently addressed until recent 
years. Meadow (1980) noted that special educators' roles, 
responsibilities, and duties are extremely stressful because 
of the amount of work that is required of them. This causes 
many special educators to leave the profession. 
Bensky (1980) affirmed stress as one of the major 
issues facing today's educators. Dixon (1980) pointed out 
that the legal mandate of Public Law 94-142, the Education 
for All Handicapped Children Act, has produced stress 
because of the additional responsibilities placed on the 
special educator. Calder (1984) cited that the stress of 
special educators has increased and has never been higher. 
According to Smith (1989) it is apparent that special 
educators are burning out on the job because of job stress. 
This job stress causes attitudinal, physical, and emotional 
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exhaustion. The result is a significant decrease in job 
satisfaction and performance. Many are experiencing high 
levels of stress with accompanying increase in job turnover 
and absenteeism, mental and physical withdrawal and 
detachment, and reduced job satisfaction. 
In Lombardi and Donaldson's (1987) study of special 
education teachers, it was concluded that 88% found special 
education to be a personally satisfying career. However, 
48% would have selected another professional if given the 
opportunity to begin again. 
It appeared that working conditions were a great 
influence on those leaving the education profession, 
according to Hay (1986). Of those who left education after 
one year, only one-fourth listed money as the primary 
reason. The feeling of lack of support was listed as the 
primary reason for leaving. 
The eventual stress that one experiences and the 
intensity, duration, and frequency of that stress is the 
interaction of one's environment, cognitions and responses, 
and body condition. Potential stressful job sources are a 
lack of fun on the job, workload too great, poor management, 
getting behind in work, lack of recognition, poor 
relationship with supervisor, having a stress-prone educator 
for a supervisor, having a lack of direction and 
predictability, and having a lack of control over one's 
situation (DeShong, 1981). 
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According to Meyen (1981) enrollments in college and in 
education departments are decreasing. In addition to this, 
the recruitment and retention of special educators is 
becoming an extremely serious problem. In a study conducted 
in 1980 by the National Recruitment Project involving 75 
school districts in 17 states in an effort to compare rural 
service delivery systems before and after implementation of 
P. L. 94-142, almost two-thirds of all respondents reported 
recruitment problems, and almost one-half described 
retention problems as critical areas of difficulty (Helge, 
1980) . 
In a Georgia Federation of Teachers Survey conducted in 
eight Georgia school systems, it was found that half of the 
surveyed teachers believe they have experienced on-the-job 
stress, 59 percent have considered leaving the profession, 
and 42 percent stated they would not choose teaching again 
(Goolrick, 1981; Terry, 1981). In a survey of Georgia 
teachers of the learning disabled, it was found that only 
40.9 percent would re-enter the special education field. 
Those teachers declared their reasons for leaving were too 
many meetings and excessive paperwork (Coopman, 1980). 
According to Goolick (1981), the average special education 
teacher in Georgia remains in the field only three years. 
Hay (1986) stated that it is reasonable to assume that 
a high rate of turnover is detrimental to special education. 
A stable staff may lead to a certain amount of stagnation or 
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conservatism, but the benefits of stability likely outweigh 
the variety created by a rapid turnover of staff. It is 
likely that school systems suffer, as a whole, in morale and 
cohesiveness when colleagues move on rapidly. 
Dr. Kelly Pickering (1989), Evaluation and Assessment 
consultant in the Division for Exceptional Students for the 
Georgia Department of Education, reported that there was 
approximately a 20 percent turnover rate of special 
education directors in Georgia at the end of the 1988-89 
school year. In addition, she reported that approximately 
50 percent of these directors serve in more than one 
professional capacity, that one percent serve as directors 
in more than one school system, and that only 30 percent 
come from special education classroom experiences and 
backgrounds. 
The effects of stress and burnout in school systems can 
be examined in terms of personnel difficulties. Systems are 
made up of many individuals with similar problems, and many 
professional educators appear to be losing enthusiasm for 
their profession. The result is delivery systems that have 
become inefficient and nonproductive (Bennington, 1980; 
Dixon, Shaw & Bensky, 1980). 
Dedrick and Raschke (1990) emphasized that as Special 
Educators experience stress and burnout, students are 
affected in turn. Overstressed educators think only of 
their own survival and the needs of students become 
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secondary. Lacking patience with students' needs, 
overeating, or arriving late to work are unproductive ways 
of dealing with stress. 
Special education directors, in particular, seem to be 
losing their zest for professional life. Since they are 
constantly under the scrutiny of the federal and state 
departments of education and the public, and since they have 
ever-changing job duties and responsibilities, special 
education directors work within a potentially stressful job 
situation. Research on job stress and the special education 
directors has been very limited. 
Recent trends have suggested that Special Education 
Directors in Georgia perceive their jobs as filled with 
growing amounts of tension and stress, resulting in 
increased job dissatisfaction. As a result, some are 
leaving their positions for new positions; they are seeking 
alternate professions; or they are allowing the negative 
consequences of stress to interfere with their professional 
effectiveness. 
Theoretical Framework 
The theoretical framework for this study was derived 
from selected variables that relate to job stress as 
perceived by Special Education Directors in Georgia. These 
directors may experience varying levels of stress as they 
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perform the routine responsibilities of their job, such as: 
working with the teachers and parents of the handicapped; 
consulting, interpreting and implementing legislation; 
implementing Public Law 94-142 within the organization; 
evaluating, placing, and reviewing the exceptional students 
in the organization; and planning and implementing programs. 
Definition of Terms 
General Levels of Stress - The physical, mental or 
emotional reactions resulting from an individual's responses 
to tensions. The reactions are characterized by a feeling 
of irritability, aches, pains, headaches, unusual patterns 
of illness, being keyed up, nervous habits, change in 
bowel/bladder habits, change in eating habits, change in 
sleeping habits, change in mood, change in blood pressure 
and/or heart rate, skin problems/rashes, feelings of 
depression, throwing/kicking objects, change in energy 
level, change in weight, change in skin temperatures, teeth 
grinding, feelings of anxiety and change in the use of 
alcohol, tobacco or medication (Stern and Zemke, 1990). 
General Health Status - The physical health of the 
subjects. 
Job Duties - The routine professional responsibilities 
of a Special Education Director. 
14 
Job Satisfaction - An individual's positive attitude 
toward his/her job role. 
Job Stressor - Anything which causes or is perceived to 
cause stress in the work environment. 
Personal Backgrounds - Background information of the 
subjects, such as gender, race, age and marital status. 
Professional Backgrounds - Level of completed 
education, teaching experience, school administration 
experience, current job role, current annual salary, and the 
length of annual employment contract of the subjects. 
Public Law 94-142 - The Education for All Handicapped 
Children Act of 1975 which ensures a free public education 
for all children, regardless of their handicapping position, 
and assures that this education is provided to the child in 
his/her least restrictive environment. It provides fairness 
and due process when making placement and programming 
decisions and provides provisions to financially assist the 
efforts of state and local governments through the use of 
federal funds (DeShong, 1981). 
School Systems Demographics - The location of the 
school systems, the number of special education students 
served in the systems, and the number of supervised staff in 
the Special Education Department in which the subjects are 
employed. 
Sources of Job Stress - The job duties of an individual 
that cause general levels of stress. 
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Special Education - An educational program for 
exceptional students labeled Learning Disabled, Mildly 
Mentally Handicapped, Moderately Mentally Handicapped, 
Severely/Profoundly Mentally Handicapped, Behavior 
Disordered, Hearing Impaired, Visually Impaired, 
Orthopedically Handicapped, or Emotionally Disturbed. Some 
programs include the education of the Gifted. 
Special Education Director - The administrator, within 
a local school system organization, whose responsibility is 
to supervise and oversee the special education program in 
the organization. 
Stressor - An action or stimulus creating stress. 
Conceptual Framework 
Special education directors, with their many job 
functions and responsibilities, perceive certain factors as 
sources of job stress. Therefore, a determination of the 
relationship between the identified variables and job stress 
was warranted. 
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A conceptualization of this framework was presented: 
Figure 1. Relationship of the variables 
Independent Variables Dependent Variables 
SUBJECTS' PERSONAL BACKGROUND > 
SCHOOL SYSTEM DEMOGRAPHICS > 
SUBJECTS' PROFESSIONAL BACKGROUNDS > 
SUBJECTS’ JOB SATISFACTION > 
SUBJECTS' GENERAL HEALTH STATUS > 
Relationship of Variables, Research Questions, and 
Hypotheses 
The theoretical framework for this study was based on 
Herzberg's Two-Factor Theory of Motivation, Herzberg's 
Motivation and Hygiene Theory and the Nomothetic and 
Idiographic Dimensions in Getzel and Guba's Social System 
Theory. The third dimension of this latter theory, the 
Synthetic Dimension, was not utilized in this study. 
Frederick Herzberg (1967) developed the Two-Factor 
Theory of Motivation that states that motivation cannot be 
described in terms of a hierarchy of needs or as single 
dimension. It is composed of two independent and separate 






job satisfaction, and (b) maintenance factors, which must be 
present for motivational factors to come into play. When it 
is not sufficiently present, it can block motivation and 
lead to job dissatisfaction. 
In brief, Herzberg's Motivation and Hygiene Theory 
postulates that one set of factors (motivators) produces 
satisfaction, while another set (hygienes) produces 
dissatisfaction. Work satisfaction and dissatisfaction are 
not opposites; rather they are separate and distinct 
dimensions of a person's attitude about work. 
In Getzel and Guba's (1957) Social System Theory, the 
interaction of the Nomothetic Dimension (institution, role, 
and expectations) and the Idiographic Dimensions 
(individual, personality and needs) are conceptualized. 
Disparity between the goals of the individual within the 
institution and the institution creates conflict and stress. 
A school organization is a complex system made up of many 
different individuals and interacting components. The 
relationship of selected variables and individuals produces 
a perceived behavior. If an individual within an 
organization has a perception of little worth, support or 
closure, productivity will be lessened, and stress on the 
job will be the outcome. This stress on the job may be low 
level, moderate level, or high level; and its level depends 
on the perception of the individual and the degree to which 
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each of the variables affects the individual and work 
c1imate. 
The conceptual framework and explanation of 
relationships of variables suggested the following 
questions : 
1. Does a significant relationship exist between the 
general stress levels of Georgia Special Education 
Directors and sources of job stress as perceived by 
the Directors? 
2. Does a significant relationship exist between the 
personal factors of Georgia Special Education 
Directors and general levels of stress? 
3. Does a significant relationship exist between the 
professional background of Georgia Special 
Education Directors and general levels of stress as 
perceived by the Directors? 
4. Does a significant relationship exist between the 
school system's demographic factors in which 
Georgia Special Education Directors are employed 
and general levels of stress? 
5. Does a significant relationship exist between the 
personal factors of Georgia Special Education 
Directors and their perceived sources of stress? 
6. Does a significant relationship exist between the 
professional backgrounds of Georgia Special 
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Education Directors and their perceived sources of 
job stress? 
7. Does a significant relationship exist between the 
school systems's demographic factors in which 
Georgia Special Education Directors are employed 
and the Directors' perceived sources of job stress? 
8. Does a significant relationship exist between job 
satisfaction of Georgia Special Education Directors 
and their general level of stress? 
9. Does a significant relationship exist between the 
general health status of Georgia Special Education 
Directors and their general level of stress? 
10. Does a significant relationship exist between job 
satisfaction of Georgia Special Education 
Directors and their perceived sources of job 
stress? 
11. Does a significant relationship exist between the 
general health status of Georgia Special Education 
Directors and their perceived sources of job 
stress? 
12. What are the stress levels of Georgia Special 
Education Directors as perceived by the Directors? 
13. What are the sources of job stress of Georgia 
Special Education Directors as perceived by the 
Directors? 
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The hypotheses which were tested for this research were 
as follows: 
1. There is no significant relationship between the 
general stress levels of Georgia Special Education 
Directors and their perceived sources of job stress. 
2. There is no significant relationship between the 
gender of Georgia Special Education Directors and 
their general stress levels. 
3. There is no significant relationship between the 
race of Georgia Special Education Directors and 
their general stress levels. 
4. There is no significant relationship between the age 
of Georgia Special Education Directors and their 
general stress levels. 
5. There is no significant relationship between the 
marital status of Georgia Special Education 
Directors and their general stress levels. 
6. There is no significant relationship between the 
gender of Georgia Special Education Directors and 
their perceived sources of job stress. 
7. There is no significant relationship between the 
race of Georgia Special Education Directors and 
their perceived sources of job stress. 
8. There is no significant relationship between the age 
of Georgia Special Education Directors and their 
perceived sources of job stress. 
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9. There is no significant relationship between the 
marital status of Georgia Special Education 
Directors and their perceived sources of job stress. 
10. There is no significant relationship between the 
highest level of education of Georgia Special 
Education Directors and their general stress 
levels. 
11. There is no significant relationship between the 
years of teaching experience of Georgia Special 
Education Directors and their general stress 
levels. 
12. There is no significant relationship between 
teaching level experience of Georgia Special 
Education Directors and their general stress 
levels. 
13. There is no significant relationship between the 
job role of Georgia Special Education Directors and 
their general stress levels. 
14. There is no significant relationship between the 
number of school systems served by Georgia Special 
Education Directors and their general levels of 
stress. 
15. There is no significant relationship between the 
number of years in the current position of Georgia 
Special Education Directors and their general 
stress levels. 
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16. There is no significant relationship between the 
years of administrative experience of Georgia 
Special Education Directors and their general 
stress levels. 
17. There is no significant relationship between the 
current annual salary of Georgia Special Education 
Directors and their general stress levels. 
18. There is no significant relationship between the 
length of the annual employment contract of Georgia 
Special Education Directors and their general 
stress levels. 
19. There is no significant relationship between the 
job satisfaction of Georgia Special Education 
Directors and their general stress levels. 
20. There is no significant relationship between the 
general health status of Georgia Special Education 
Directors and their general stress levels. 
21. There is no significant relationship between the 
highest level of education of Georgia Special 
Education Directors and their perceived job stress. 
22. There is no significant relationship between the 
years of teaching experience of Georgia Special 
Education Directors and their perceived sources of 
job stress. 
23. There is no significant relationship between 
teaching level experience of Georgia Special 
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Education Directors and their perceived sources of 
job stress. 
24. There is no significant relationship between the 
job role of Georgia Special Education Directors and 
their perceived sources of job stress. 
25. There is no significant relationship between the 
number of school systems served by Georgia Special 
Education Directors and their perceived sources of 
job stress. 
26. There is no significant relationship between the 
number of years in the current position of Georgia 
Special Education Directors and their perceived 
sources of job stress. 
27. There is no significant relationship between the 
years of administrative experience of Georgia 
Special Education Directors and their perceived 
sources of job stress. 
28. There is no significant relationship between the 
current annual salary of Georgia Special Education 
Directors and their perceived sources of job 
stress. 
29. There is no significant relationship between the 
length of the annual employment contract of Georgia 
Special Education Directors and their perceived 
sources of job stress. 
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30. There is no significant relationship between the 
job satisfaction of Georgia Special Education 
Directors and their perceived sources of job 
stress. 
31. There is no significant relationship between the 
general health status of Georgia Special Education 
Directors and their perceived sources of job 
stress. 
32. There is no significant relationship between the 
number of special education students in the school 
systems of Georgia Special Education Directors and 
their perceived sources of job stress. 
33. There is no significant relationship between the 
number of staff supervised by Georgia Special 
Education Directors and their general stress 
levels. 
34. There is no significant relationship between the 
location of the school systems of Georgia Special 
Education Directors and their general stress 
levels. 
35. There is no significant relationship between the 
number of special education students in the school 
systems of Georgia Special Education Directors and 
their perceived sources of job stress. 
36. There is no significant relationship between the 
number of staff supervised by Georgia Special 
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Education Directors and their perceived sources of 
job stress. 
37. There is no significant relationship between the 
location of the school systems of Georgia Special 
Education Directors and their perceived sources of 
job stress. 
CHAPTER II 
Review of Related Literature 
This chapter will review the related information and 
literature for the study of job stress and its implications 
for special education directors. Included in this section 
will be definitions of stress and burnout. Stress and its 
relationship to the education profession, job satisfaction, 
educational and previous work-related backgrounds, 
perception of professional support, perception of job 
duties, and the size and location of the school district 
will also be included. Finally, this review will cover 
stress and its implications for school administrators and 
special education directors. 
General Stress 
Humphrey (1988) concluded that there is no solid 
agreement regarding the derivation of the term "stress." 
Some sources suggested that the term was derived from the 
latin word "stringere," meaning to bind tightly. Other 
sources contended that the term derived from the french word 
"destresse" and suggested that the prefix "dis" was 
eventually eliminated due to slurring. A common generalized 
literal description of the term "stress" is a constraining 
force of influence. When applied to the human organism, 
this could be interpreted to mean the extent to which the 
body can withstand a given force or influence. 
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Definitions of stress and its causes and effects vary 
from author to author. Lazarus (1966) suggested that stress 
is generic, and that it is not a stimulus, response, or 
intervening variable, but rather a collective item for an 
area of study. Lazarus proposed that stress would be evoked 
if an event were appraised as threatening. Each event would 
be evaluated, depending on a number of psychological 
variables and coping would be directed toward the appraisal 
threats and their perceived origins. 
Hudson and Meacher (1983) noted that it is a person's 
perception of demand that is critical in stress 
determination. McGrath (cited in Hudson and Meacher, 1983) 
formulated that stress is a possible response to a person's 
perception to a situation that exceeds his or her 
capabilities and resources for meeting it. Hudson and 
Meacher (1983) defined stress as the recognition and 
awareness that one is not functioning automatically. 
Hans Selye (1974), considered as the father of stress 
research, concluded that stress is a non-specific response 
to any demand made upon the body. Regardless of the 
stressor, a non-specific response means that the response 
pattern biochemically is always the same. The situation or 
the agent faced by an individual can be pleasant or 
unpleasant, and it is the intensity of adaptation and 
readjustment that is meaningful. 
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Selye suggested that stress is a process resulting in a 
triad of physiological changes. He postulated that the body 
has natural defenses against noxious elements, and this 
provides the basis for his General Adaptation Syndrome. It 
is suggested, through the General Adaptation Syndrome, that 
the body is presented with and capable of coping with 
stressors. The first stage is "alarm." However, if the 
stressor is not too strong (such as a bullet wound), the 
normal body defense system will mobilize and respond to a 
stressor. The body responses will be above normal and 
adapt, if the stressor resists. If adaptation cannot be 
achieved and the body reaches a state of exhaustion and no 
longer can meet its demands, then fatigue becomes 
predominant, and there is an inability to fight. 
McGrath (cited in Milstein, Salaszewski and Duquette, 
1984) defined stress as any perceived event that causes a 
demand on one's body or mind in excess of the individual's 
capacity to meet that demand, and when failure to meet the 
demand has important perceived consequences. 
The intensity and the length of time needed to adjust 
to life events is stress, according to Holmes and Rahe 
(1967). They believe that, as the adjustment time lengthens 
and the intensity of the event becomes greater, stress 
increases. An attempt is made by Holmes and Rahe (1967) to 
isolate and quantify the relationships between particular 
stressors and the levels of stress they produce. Their 
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forty-two item scale, "Schedule of Recent Experiences," 
rates the stress probability produced by life changes and 
its relationship with disease onset. 
According to Spielberger, Sarason, and Strelaw (1989) 
stressful life events, lifestyle factors, and individual 
differences in personality, emotional reactions to stress, 
and psychological defenses for controlling unacceptable 
emotions have been identified as significant contributors to 
the etiology of heart disease and cancer. 
Holland (1982) defined stress as a positive or negative 
reaction occurring when there is a substantial imbalance 
(perceived or real) between environmental demands and the 
response capability of the individual. Stressors vary on 
several dimensions that include the magnitude of the 
adaptation that is required, extent of impact, chronicity 
and duration, and controllability according to Guenin 
(1986). She further stated that the value of many of these 
dimensions depends upon the prior stress experience and the 
adaptational state of the individual. 
Jenkins (cited in Guenin, 1986) considered the 
psychological and physiological perspectives of psychosocial 
modifiers of stress. Stressors are investigated in items of 
direct biological threat and perceptions of threat, loss, or 
challenge. It is suggested that individuals have different 
adaptive capacities that help them to cope with stressors. 
These adaptive capacities are important determinants of the 
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stress response and include skills and resources at 
psychological, biological, sociocultural, and interpersonal 
levels. 
Lazarus and Cohen (cited in Guenin, 1986) categorized 
stressors into three types. Cataclysmic events are the 
first type, and they impact a large number of people, demand 
much adaptive energy, and are generally not of long 
duration, but are powerful stressors with possible long-term 
consequences. The second stressor type impacts fewer people. 
However, it exerts strong adaptive demands such as divorce, 
relocation, imprisonment, illness, or death. The third type 
of stressors may require little energy to adapt to a 
specific instance, but the cumulative cost may be high. 
These stressors are the routine and everyday hassles. 
Roskies (1987) concluded that stress refers to external 
stressor demands impinged on an individual. She classified 
stress triggers or stressors as: 
1. acute stressors, short-term stress 
2. stressor sequences, a series of events that 
occur over an extended period of time 
3. chronic intermittent stressors, stress that occurs 
periodica 1ly 
4. chronic stressors, stress that is long-term or 
permanent. 
Warshaw (cited in Guenin, 1986) defined stress as a 
process of a stressful event, a reaction to it, and all the 
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Intervening steps between. When a response is excessive, 
inadequate, inappropriate, or so prolonged that an 
individual's capacity to respond is exhausted, then the 
stress presents difficulty. Symptoms of illness, emotional 
distress, and deviant types of overt behavior are ways that 
difficulty may be expressed. The physiological systems that 
are associated with disorders are cardiovascular, 
respiratory, gastrointestinal, and nervous. Whether a 
stressor will produce difficulty depends on the nature and 
magnitude of the stressor, the individual's vulnerability to 
its effects, and the circumstances in which the stressor and 
the vulnerability are interacting. 
Stern and Zemke (1990) concluded that stress is a 
combination of psychological and physiological responses to 
the ordinary and extraordinary pressures of life. Stress is 
our body's psychological, physical, and chemical responses 
to events that frighten, threaten, excite, confuse, annoy, 
irritate, invigorate, or endanger us. The symptoms of 
stress can be tension, headaches, problems sleeping, 
heartbeat irregularities, fatigue, choking sensations, 
irritability, nervousness, inability to concentrate, 
indigestion, or diarrhea. The physiological impacts of 
stress are described as a channelling of messages from the 
brain to the nerve cells and nervous systems to release 
hormones into the bloodstream (Sylvester, 1977). There are 
numerous symptoms of stress. Greenberg (1984) has listed 
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the physical symptoms of stress as digestive system 
disorders, blood pressure problems, sleep patterns disorder, 
weight problems, sexual disorders, and medication abuse. 
Some mental systems are anger, irrational fears, inability 
to respond with appropriate emotions, and feelings of 
uneasiness, irritability, hopelessness, rejection, and 
boredom. 
Greenberg (1984) established a third category of 
symptoms which he named psychosocial. These symptoms 
include weight problems, alcohol, drug or tobacco abuse, 
changes in behavior, sexual activity, and energy levels, and 
are rarely associated with specific physical or 
psychological disorders. 
Selye (cited in Beasley, 1987) noted that using animals 
in highly controlled laboratory conditions had established a 
link between various diseases and stress. Stress can 
amplify the effect of many generally nonharmful stimuli on 
the body, and cause them to produce disease in certain 
individuals. Such disorders as asthma, heart disease, 
ulcers, and skin disease can be traced directly to stress. 
According to Maslach (1978) a professional can 
encounter stress because of a constant involvement with 
people who have problems. This stress can lead to a loss of 
care and commitment; cynical and negative attitude toward 
those who need help; alienation from colleagues; a dislike 
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for one's job, life and self; and emotional, physical 
fatigue. 
Bannon, Busser, and Zang (1986) asserted that stress 
and its consequences are seriously affecting modern 
organizations. Productivity and general satisfaction are 
certainly affected by stress levels, particularly when those 
levels become excessively high. It is clear that an 
individual's satisfaction and productivity will decline if 
that individual experiences health problems related to 
excess stress. The work environment itself often causes 
excessive stress. 
JOB STRESS 
Rice (1987) observed that job stress results from the 
characteristics of the job environment which pose a threat 
to the individual; the work demands exceed the worker's 
ability to cope. The threat may be due either to excessive 
demands of the job or to insufficient demands of the job or 
to insufficient supplies to meet the worker's needs. The 
first has to do with the kind of job stress usually 
described as job overload, when too much work is expected in 
too short a period of time. The second has to do with 
rewards the worker expects from the job such as adequate 
salary, job satisfaction, and promotion or growth in the 
job. The symptoms of job stress include a wide range of 
physical, psychological, and behavioral disturbances. 
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Sources of job stress include physical conditions of the 
job, role ambiguity, interpersonal relationships on the job, 
career development, organizational structure, and the home¬ 
work connection. 
According to Kasl and Cooper (1987) a review of the 
literature on job stress suggested that researchers have 
been primarily concerned with episodic events that produced 
stressful consequences for an employee. Organizations 
appeared to have been primarily concerned with episodic 
events because their temporal, changeable environment makes 
an episodic event more evident and brings more attention to 
same. On the other hand, chronic stressful situations are 
more permanent and long lasting in nature, and viewed as 
necessary. However, the chronic stressful job situations 
impact over time can be very damaging. 
The Columbus Ledger-Enquirer (1991) reported that one 
in three Americans seriously thought about resigning from 
their jobs last year because of work place stress, and a 
third expected to burnout soon. In addition the study noted 
that job stress and burnout are evident in the American work 
force without regard to region, size of organization, type 
of job, or the age of the worker. 
Spielberger, Sarason, and Defares (1988) noted that not 
all people will interpret a given job situation as 
stressful, nor will a given individual perceive all job 
situations as equally stressful. Rather, stress occurs when 
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the abilities of a person are incongruent with the demands 
of the work environment, or when there are obstacles to 
fulfilling needs or values. If the organization's demands 
deviate from the person's abilities and needs, the person 
may experience these circumstances as stressful. The 
greater the discrepancy, the more the stress. 
Davis, Eshelman, and McKay (1989) emphasized that the 
classic symptoms of job stress include pessimism, increased 
dissatisfaction, absenteeism, and inefficiency at work. Job 
stress accounts for a tremendous account of personal misery 
and billions of dollars lost annually in productivity, 
wages, and medical bills. It is the worker's lack of 
control over his job situation that leads to uncertainty, 
frustration, reduced motivation, and eventually, burnout. 
Stress is experienced from three basic sources: man's 
environment, his physiological nature, and his thoughts. 
Morris (1991) asserted that stress rarely travels from 
the job to the home. Home stress, on the other hand, can 
contribute to job stress. He concluded the more stress 
situations an individual has, the more likely it will lead 
to severe job stress. 
Baum and Singer (1987) affirmed the evidence which 
indicates that individuals with jobs that can be 
characterized as psychologically demanding and affording 
little opportunity for control are at increased risk of 
stress and cardiovascular disease. 
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Education and Stress 
Paulus (1979) asserted that stress affects teachers at 
three levels. The first level is accompanied by 
irritability and fatigue and is short-lived. The second has 
symptoms similar to those in the first level and has a 
duration of two or more weeks. The third level is a chronic 
state with migraines, constant back discomfort, and ulcer 
developments. 
Teacher burnout, often used synonymously with stress, 
is defined by Hendrickson (cited in Greenberg, 1984), as 
physical, attitudinal, and emotional exhaustion. According 
to Hendrickson, educators suffering from burnout feel 
physically run down; experience sleeplessness regularly; 
frequently suffer from headaches, diarrhea, and colds. If 
these symptoms continue, they may become more serious 
illnesses such as ulcers, colitis, asthma, or sexual 
disorders. If not addressed, these ailments become teacher 
burnout. During the burnout cycle, educators may suffer 
from depression, dizziness, headaches and feelings of guilt 
because they are unable to use their time effectively and 
efficiently. They may begin to develop feelings of 
inadequacy as a person, to suffer from problems with 
personal relationships, their self-concept may be lowered, 
they may begin to question the value of remaining in the 
education field, and ultimately have a total emotional 
breakdown. 
Sylvester (1977) noted that stress among teachers 
results from a combination of job-related and personal 
pressures. External pressures on the school (such as 
mainstreaming, budget cuts, parental intervention, 
supervisor assessments and reduction in force) combined with 
personal stresses (such as death or illness of family 
members, marital problems, debts and changes in lifestyle) 
make teaching rank as one of the top three stressful 
professions. 
According to McGuire (1979) the results of a National 
Education Association survey indicate that classroom stress 
is increasing at an alarming rate with excessive paperwork, 
parental interference, oversized classes, disruptive 
students, vandalism, and violence being named as top 
stressors. The survey reports that the high number of 
incidents of robbery, theft, physical attacks, and vandalism 
of personal property while at school are at significant 
proportions of the population (McGuire, 1979). 
Seldin (1987) drew six conclusions about faculty job 
stress : 
1. Faculty stress is predictable, depending on age, 
gender, and marital status. 
2. Faculty stress is consistently influenced by the 
professional variables of tenure and rank. 
3. Faculty stress is determined to a high degree 
by the institutional reward structure. 
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4. Faculty stress Is Influenced by time 
constraints impeding the way to productivity. 
5. Faculty stress is influenced by the 
perceptions of one's own expectations. 
6. Faculty stress is universal across all academic 
disciplines. 
Sanders and Watkins (1982) found in their survey of 
Huntsville, Alabama teachers that those who registered the 
highest on the stress scale were not committed to education 
as a career. Their profile of a teacher with high stress 
tendencies is a white female, 30-49 years of age, who 
teaches secondary academic subjects or who is in a self- 
contained elementary classroom. Individuals in these groups 
are generally not pleased with their pre-service or graduate 
preparation for dealing with the problems of teaching. 
According to McLaughlin, Pfeiffer, Swanson-Owens, and 
Yee (1986) teachers as a whole are a dedicated and caring 
group of individuals. They discovered that most of the 
teachers interviewed had always wanted to teach; they had 
become teachers because they had always wanted to help 
students learn; and they felt a strong sense of mission. 
For teachers such as these, admitting stress or the onset of 
burnout may undermine their sense of purpose and self-worth. 
As a result, they may ignore symptoms and continue the same 
behavioral patterns, even accelerating the burnout process 
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by attempting to compensate for negative feelings with more 
work, self-sacrifice, and commitment. 
Carico (1985) conducted a study to determine the 
sources of teacher stress. He studied elementary, middle 
school, high school,and special education faculty members 
from five school systems in Blount and Hamblen counties in 
Tennessee. The educators completed a survey questionnaire 
designed to measure their perceptions of teacher stress, and 
the following major findings were as follows: 
1. time-related pressures because of insufficient 
time to properly perform their duties 
2. a poor self-image 
3. inadequate salary 
4. the amount of clerical work 
5. inadequate participation in decision-making 
6. parental indifference toward school activities 
7. a general feeling of a lack of support. 
The actions recommended by teachers for reducing stress 
all included giving them more time, money, support, and 
control. 
According to Seldin (1987) educators experienced job 
stress because of inadequate participation in institutional 
planning and governance, too many tasks to do in too little 
time, and low pay and poor working conditions. Other 
factors included inadequate faculty recognition and reward. 
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unrealized career expectations and goals, and unsatisfactory 
interactions with colleagues. 
Holt, Fine and Tollefson (1987) conducted a study of 
elementary teachers who experienced high stress and low 
burnout and elementary teachers who experienced high stress 
and high burnout. The results clearly indicated that the 
two groups showed significant differences in their 
orientations toward life. The teachers in the high- 
stress/high-burnout group had poor health with a high 
incidence of both mental and physical illness. They tended 
to have an external locus of control and viewed themselves 
as victims of the changes in their environment and 
experienced higher levels of alienation. Teachers in the 
high-stress/low-burn-out group were generally healthier. 
They had a more internal locus of control, taking a 
proactive rather than a reactive approach to events in their 
lives. They also felt more involved in the various aspects 
of their life, including work, self, family, interpersonal 
relationships, and social institutions. 
Guenin (1986) reported that job-related stress has 
received increasing attention in the educational literature. 
Hunter (cited in Guenin, 1986), reported that teachers, air 
traffic controllers, and surgeons are considered to hold the 
most potentially stressful occupations. 
According to Tursman (1989) career ladders and testing 
have negatively affected teacher morale; whereas teacher 
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recognition, administrative advice without solution and 
teacher decision-making participation produced less job 
stress. 
Walsh (cited in Guenin, 1986) found in his survey of 
5,500 Chicago elementary school teachers that 84 percent of 
the teachers indicated the existence of health hazards in 
their profession, and that they regarded stress as the major 
force affecting their health. McGuire (cited in Guenin, 
1986) , found that one-third of those currently teaching 
would not re-enter the profession if they could begin again. 
Only 60 percent reported that they planned to remain in 
education until retirement. 
Hunter (cited in Mitchell, 1987) observed that the 
positive or negative effect of stress on teaching can be 
based on three factors. 
1. If the teacher possesses a repertoire of successful 
teaching skills, stress will be minimized. 
2. If the teacher is able to predict the onset of 
particularly stressful situations, then stress can 
be anticipated and preparations can be made. 
3. The duration of the stressor or frequent repetition 
of the stressor causes more stress than the actual 
strength of the stressor. Removal from the 
stressful situation, for even short periods of 
time, will relieve the negative effects. 
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According to Walker (1989) stress and burnout are 
common in the caregiving professions and that stress 
negatively affects the caregiver and the client. He found 
in his study of residential care managers that there were 
high levels of perceived stress as well as high levels of 
job satisfaction and gender was not a factor. He concluded 
that the negative correlation between perceived stress and 
job satisfaction suggested that the manager's emotional 
satisfaction was an uplift that compensated for the negative 
aspects of the stress they experienced. 
Payne and Cozens (1987) concluded that there is a 
significant relationship between occupational stress and 
responsibility for people. A particular stress for health 
professionals is that their own stress may affect the very 
forces of their role, the client. 
DeShong (1981) asserted that there is evidence that 
high rates of job stress have been noted among persons whose 
jobs require them to have the responsibility for the welfare 
of others without the authority or resources to adequately 
manage that welfare. According to Block (cited in DeShong, 
1981) educators have little control over their job. DeShong 
(1981) pointed out that work situations in which there is 
more to do than one can do will result in higher rates of 
stress. Workers in careers with high rates of change in the 
work environment also have increased potentials for stress. 
According to Selye and Maslach (cited in DeShong, 1981) the 
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other elements of the career situation found to encourage 
high stress include: isolation from colleagues, low status 
attached to the job, unpredictability of job requirements, 
high rate of involvement with people who are ill, and lack 
of guidance, training, and recognition. 
Beasley (1987) stated that for many educators the 
profession has become a job filled with growing amounts of 
tension and stress, which can lead to occupational burnout. 
His study made use of a multiple regression analysis of West 
Central Georgia classroom teachers' responses to the Clark 
Teacher Occupational Stress Factor Questionnaire. This 
study sought to determine the current levels of teacher 
stress within the group and to determine whether there are 
correlations between the characteristics of the group and 
the perceived levels of stress. The findings confirm that 
teacher stress is a complex and multidimensional phenomenon, 
indicating that classroom teachers find professional 
inadequacies and job overload to be the major stress 
producers. The study also noted that female teachers 
generally find teacher-principal relationships and job 
overload more stressful than do males. Relationships 
between age and perceived level of stress, as well as 
relationships between teaching specialty and perceived 
level of stress, are detected. Abbott-Koch (1985) stated 
that teacher stress has been found to negatively affect job 
satisfaction, cause some teachers to change to careers 
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outside education, and diminish teacher energy and 
creativity in the classroom. 
According to Deal (1987) matters such as morale and 
cohesiveness play a big part in the emotional tone that 
permeates a school building. He emphasized that staff 
members who are locked into a burnout cycle can cause 
considerable harm to the organizational climate. 
Gillet (1987) suggested in trying to prevent teacher 
stress, the school administrators should develop decisive 
administrative guidelines. These should include guidelines 
for disciplinary action, make memorandums meaningful, follow 
up on staff requests, permit the teacher to control the 
class, provide demonstration teaching, and organize a 
purposeful staff development program. 
Special Education and Stress 
The job-related stress of special education has 
recently received increasing attention. Shaw, Bensky, and 
Dixon (1981) indicated that the best predictor of stress and 
special services personnel is related to role clarification. 
The special educator who has clear role expectations will 
have significantly less stress than one who is unclear as to 
what is expected in his/her job. Stress is significantly 
increased if there is a discrepancy between the special 
educator’s perception of the role and other's expectations 
for that role. 
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Dedrick and Raschke (1990) stated that unequivocally, 
special education teachers face daily demands and 
requirements that regular education teachers do not. Each 
day special education teachers must face: 
1. students who are unpredictable in their behavior and 
do not learn things in the way most students do; 
2. parents who are frustrated at the system and watch 
their child struggle to master even the simplest 
task ; 
3. regular educators who are jealous of the fact that 
special educators work with few students and who are 
fearful of mainstreaming; 
4. professional support staff who are always too busy, 
overbooked, and unavailable; and 
5. regular education administrators who would prefer to 
have exceptional students assigned to another 
school. 
According to DeShong (1981) factors which added stress 
to special educators included individualized educational 
plans, interdisciplinary team meetings, and constant demands 
to restructure educational materials to meet the needs of 
students who are often underachieving and overdemanding. 
Bakewell (1988) investigated the relationship between the 
stress of special education teachers and student 
achievement. The teachers reported moderate stress 
associated with teaching, little parental support, high 
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administrative support, location of the school district, and 
the educational degree obtained. She concluded that no 
relationship was found between job related stress and the 
achievement of mildly handicapped students. 
Zabel (1982) stated that the effects of stress are 
physical, psychological and emotional. There are higher 
prevalences of diseases, absenteeism, and turnover. 
According to Zabel (1982), stress has a debilitating effect 
on the process of education, the special education teacher's 
personal health, and the delivery of services to students. 
Documented are disorganization in the classroom; inability 
to concentrate; lower self-esteem; lower morale and 
creativity, and incidences of excessive use of drugs, food, 
tobacco, and alcohol. 
Weiskopf (1980) emphasized that the sources of job 
stress of special education teachers are, undefined program 
structure, work overload, low staff and high child ratio, 
and constant responsibility for others. Other job stress 
factors included longer direct contact with students and 
lack of perceived success in one's role. 
Dixon (1980) cited three stress indicators among 
special educators: 
1. The growing role confusion, resentments, and 
interpersonal problems between regular classroom 
teachers, special educators, and administrators 
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2. The unceasing open resistance to federal, state, and 
local bureaucratic regulations and procedures 
related to the education of handicapped students 
3. Primarily due to the high turnover rate, the 
increasing amount of time that administrators are 
spending recruiting, hiring, and providing 
orientation for new staff members. 
Olson and Mattuskey (1982) studied 173 teachers of 
students with specific learning disabilities to determine 
the strongest job stressors. They cited excessive 
paperwork, inadequate salaries, student discipline problems, 
insufficient planning time, student apathy, and pupil- 
teacher ratios as the six strongest stressors. In another 
study, Fimian, Pierson, and McHardy (1986) used the teacher 
stress inventory to examine the strongest and most 
frequently occurring stressful events reported by teachers 
of learning disabled students. Those items that were 
identified by respondents as high contributors to stress 
were caseload size, shortchanged personal priorities, 
professional dissatisfaction, lack of recognition, and 
inadequate salaries. Other areas such as classroom 
management and institutional issues were ranked in the 
medium range of concerns. 
According to Reetz (1988) there is a relationship 
between role ambiguity and conflict and job burnout factors 
among rural special educators. The job burnout factors of 
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depersonalization, personal accomplishments, and emotional 
exhaustion was evaluated in her study of 307 rural special 
educators. 
Shea (1990) asserted in her study of job burnout among 
resource teachers of the learning disabilities that teachers 
who did not sense support from parents and administrators 
experienced more job stress. Stile (1987) found in his 
study of early childhood special educators that the highest 
stress levels were associated with salary, benefits, time 
management, family support, multiple responsibilities, 
interagency support, and attitudes toward their programs. 
Harmon (1985) studied three hundred seventy-eight 
special education teachers in a Kentucky urban school 
district. He examined personal and professional variables 
of special education teachers, organizational stress factors 
of role conflict, role ambiguity, and teacher burnout. His 
significant findings were as follows: 
1. Special education teachers who are 20 to 35 years of 
age perceived more intense feelings of emotional 
exhaustion than teachers who are 36 or older. 
2. Conflicts and ambiguity of the job role are 
significant contributors to teacher burnout. 
Shaw, Bensky, Gouse, Bates, Dixon, and Beane (1980), in 
rank order, reported the following job-related 
characteristics to be most stressful to special education 
classroom teachers: (a) pupil load, (b) the preparation and 
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implementation of teaching, (c) after hours job-related 
work, (d) parental interaction on placement decisions, and 
(e) parent conferences. 
The following causes of stress among special educators 
according to Holland (1982) were as follows: (a) 
bureaucratic red tape, (b) lack of mobility, (c) increasing 
amounts of paperwork, (d) lack of perceived student success, 
(e) lack of extrinsic rewards, (f) inadequate pay, (g) 
public scrutiny of schools, (h) media assaults in budget 
reversals, (j) inadequate professional training, (k) lack of 
administrative support, (1) lack of co-worker support, and 
(m) discipline and violence problems in schools. 
Dedrick and Raschke (1988) emphasized that special 
educators often work in isolation from other adults and that 
meeting the needs of their students and class schedules 
restrict interaction with their peers. They further 
indicated that the stress reactions of special educators 
often results in resistance to change, interpersonal 
conflicts with other education professionals, and rapid 
staff turnover. 
School Administration and Stress 
Gadzella (1990) studied stress experienced by 
professionals in managerial positions. She concluded that 
individuals who had children and pets and were in entry 
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level management positions experienced higher levels of 
stress. 
Guenin (1986) noted that job-related stress has 
received increasing attention in the educational literature. 
Much of the research data reveal that the major causes of 
job stress among school administrators are role conflict; 
interpersonal conflict with parents, teachers, and students; 
increased administrative responsibility; work overload; and 
inadequate compensation (Guenin, 1986). 
Wax and Hales (1987) affirmed in their study of Oregon 
public school administrators that their leadership role and 
level of burnout was influenced by a reflexive relationship 
with central office administration. 
Bishop (1986) investigated differences between district 
level administrators' and school-based administrators' 
perceptions of occupational stress factors in the large 
urban school district of Duval County, Florida. Four 
occupational stress factors—role-based stress, task-based 
stress, conflict-mediating stress, and boundary-spanning 
stresses—were examined in relationship to type of 
employment, position held, age, sex, race, marital status, 
and the number of years of administrative experience. 
Multiple regression analyses of the data indicate a 
significant difference in perception of stress between 
school-based and district level administrators. 
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Gmelch and Swent (1977) surveyed 1,156 Oregon school 
administrators to study the causes of stress and how they 
coped with it. They divided stressors into the following 
categories : 
1. Administrative Constraints 
2. Administrative Responsibility 
3. Interpersonal Relations 
4. Interpersonal Conflicts 
5. Role Expectations. 
Gmelch. Swent, Koch, and Tung's (1982) analysis of data 
which was obtained from the study of Gmelch and Swent (1977) 
indicated that the Administrative Stress Index clustered 
around the following four factors: 
1. Role-based stress, which is the administrator's 
beliefs or attitudes about his/her role in the 
organization. 
2. Task-based stress, which arises from the performance 
of one's day-to-day administrative task. 
3. Boundary-spanning stress, which arises from the 
administrator's activities in relating the school to 
the external environment such as dealing with 
regulatory agencies and collective bargaining. 
4. Conflict-mediating stress of resolving parent/school 
and staff members' conflicts. 
Results of this study indicated role-based stress, 
accounts for fifty percent of the common variance. Task- 
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based stress or tension arising from the performance of 
one's day-to-day administrative tasks accounted for twenty- 
two percent of the variance. Boundary-spanning stress 
accounted for sixteen percent of the variance. The 
conflict-mediating stress accounted for the final twelve 
percent of the variance. 
In Gmelch's and Swent1s (1977) study of Oregon school 
administrators and the causes of stress, the ten most 
stressful situations were identified as the following: 
1. complying with state, federal, and organizational 
rules and policies; 
2. attending meetings that take up too much time; 
3. trying to complete paperwork and reports on time; 
4. trying to gain public approval and/or financial 
support for school programs; 
5. trying to resolve parent-school conflicts; 
6. evaluating the performance of staff members; 
7. making decisions that affect the lives of known 
individual people; 
8. carrying a heavy workload that cannot be finished 
during the normal workday; 
9. imposing excessively high standards on oneself; and 
10. being frequently interrupted by telephone calls. 
Roberson (1986) investigated the frequencies and the 
levels of intensities of selected stressors on secondary 
public school principals in Georgia. The majority of the 
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principals rated their lives as moderately to extremely 
stressful. From the frequency and intensity levels 
reported, the principals attributed most of their stress to 
time demands and work overload. 
Lam (1988) concluded in his study of school principals 
that external pressures triggered extra organizational, 
intraorganizationa1, and intrapersonal stress. 
A survey of school administrators throughout the nation 
to determine the degree of stress experienced by them was 
conducted by Koff, Taffey, Alson, and Cichon (1980). Their 
results found that the most stressful events for elementary 
and secondary administrators were forced resignations, 
preparation for a strike, unsatisfactory performance, 
resignations, the refusal of teachers to follow policies, 
threat to physical security, and threat to job security. 
The researchers concluded that stress in school 
administration was fostered by the cumulative and constant 
demands of the job, the lack of time to perform in the role 
and meet the demands, and the constant threat of an 
occurrence that needs immediate attention. 
Gold (1988) surveyed ninety-three public school 
administrators and high school principals in Wisconsin using 
the Gmelch and Swent Administrative Stress Index. Forty- 
seven administrators indicated the top five stressors were 
maintaining state and federal regulations, dealing with 
budget cost controls, seeking public support, managing time 
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for meetings and reports. The top five stressors for forty- 
six high school principals were, scheduling after-work 
school activities, resolving parent-school conflicts, 
managing time, having high self-expectations, and making 
life-affecting decisions. 
Gmelch and Swent's Administrative Stress Index was used 
with 258 elementary principals. 75 junior high and 121 
secondary principals. 61 superintendents, and 94 instruction 
supervisors in Tennessee by Brimm (1983). Identified as the 
top ten stressors were: 
1. complying with state, federal, and organizational 
rules and policies 
2. having to make decisions that affect the lives of 
known individuals 
3. trying to resolve parent-school conflicts 
4. evaluating staff members' performance 
5. being interrupted frequently by telephone calls 
6. trying to complete reports and other paperwork on 
time 
7. trying to gain public approval and/or financial 
support for school programs 
8. having to participate in school activities outside 
the normal working hours 
9. feeling that job progress is not what it should be 
10. feeling that the workload is too heavy and it 
cannot be completed in a normal workday. 
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Cherniss (1988) concluded In his study of the 
relationship between supervisory behavior and special 
education staff burnout that the principal spent less time 
in classroom observations, more time planning and 
coordinating activities, interacted more with superior, and 
discussed work-related problems more than administrative 
issues in the schools where burnout was low. 
Brimm (1983) found that principals' and 
superintendents' frustrations are related to administrative 
tasks. Supervisors indicated that anxiety and job tension 
are related to a perceived lack of authority to carry out 
assigned responsibilities; therefore, their stress appeared 
to revolve around feelings of ambiguity with regard to job 
responsibility. Thiel and Thiel (1989) concluded that the 
best approach to school administrators whose careers have 
suffered burnout is to determine their dissatisfactions of 
the job. 
Special Education Administration and Job Stress 
Guenin (1986) investigated major sources of job stress 
in her study of 281 special education directors and 
supervisors employed by public local and intermediate school 
districts in Michigan. A stress inventory adapted from 
Gmelch and Swent's (1977) Administrative Stress Inventory 
was utilized. The conclusions she drew included: 
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1. Special education considered situations regarding 
compliance with state, federal, and organizational 
rules the most bothersome of the 33 situations 
included. 
2. Special Education Administrators perceived trying to 
identify the cause of a problem as the coping 
strategy they used most frequently and considered it 
to be the most successful of the 27 strategies 
1isted. 
3. Special education administrators employed by local 
public schools appeared to experience greater job 
stress than those working for intermediate school 
districts. 
4. Females tended to utilize problem-focused coping 
strategies more frequently than males. 
5. Special education administrators tended to find 
situations involving administrative constraints to 
be most stressful. 
6. Special education administrators with more than 30 
years as director or supervisor perceived they had 
personally developed more effective coping 
strategies and they experienced greater success 
using problem-solving coping strategies. 
7. Special education administrators with more than 30 
years in education perceived greater job 
satisfaction. 
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Shaw, Bensky, and Dixon (1981) stated that the best 
predictor of stress is related to role clarification. The 
special educator who has clear role expectations will have 
significantly less stress than the one who is unclear as to 
what is expected in his/her job. On the other hand, if 
there is a discrepancy between the special educator's 
perception of the role and others' expectations for that 
role, stress is significantly increased. Shaw, Bensky, and 
Dixon (1981) further believed that the problem of stress for 
special educators relates to the interaction of providing 
direct service to handicapped children while trying to 
fulfill the mandates of P. L. 94-142. 
Dixon, Shaw, and Bensky (1980) noted three 
organizational indicators of burnout in special education: 
1. increased role confusions, resentments, and 
interpersonal problems between regular and special 
education 
2. increased administrative time spent in recruiting, 
hiring, and providing orientation for new staff 
3. increased dealings with bureaucratic procedures. 
Begley (1983) evaluated the extent of burnout among 
Illinois special education administrators. He utilized the 
Maslach Burnout Inventory and evaluated the intensity and 
frequency of burnout on emotional exhaustion, personal 
accomplishment, and depersonalization. Total burnout was 
experienced by 5.65% of the 124 respondents. Other 
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indications of stress on the subscales by the special 
education administrators were as follows: emotional 
exhaustion, 37%; feelings of personal failure, 44%; and 
depersonalization, 45%. Special education directors are 
more likely than other administrators to score below the 
mean on personal accomplishments. 
Summary of Related Literature 
The researchers defined stress as a response to a 
person's perception of a situation that exceeds his or her 
capabilities. They suggested further that stress is a 
reaction that occurs when there is a substantial imbalance 
between the environmental demands and the response 
capability of the individual and stress is evoked when an 
event is appraised as threatening. The physical symptoms of 
stress are characterized by disorders of the digestive 
system, disruptive sleep patterns, changes in weight, high 
blood pressure, rapid heart rate, and the abuses of 
medication, tobacco and alcohol. 
The literature revealed that the highest rates of job 
stress occur in positions in which individuals have little 
control such as in the education profession. Stress in 
school administration, as many studies noted, was fostered 
by the constant demands of the job, a lack of time to 
perform in the role, and the constant threat of occurrences 
that needed immediate attention. In Georgia, it was found 
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that school principals rated their lives as moderately to 
extremely stressful and that they attributed most of their 
stress to time demands and work overload. 
The related research indicated that role clarification 
was a significant predictor of stress among special 
educators. Job stress was significantly increased when 
there was a discrepancy between the special educators' 
perception of their role and other's expectations for that 
role. In addition, other factors of job-related stress 
among special educators were related to providing direct 
services to handicapped children, resolving conflicts 
between special and regular education, increasing time spent 
in recruiting, hiring and orientating new staff, following 
bureaucratic procedures, and dealing with regulatory 
agencies. It was concluded that special education 
administrators' job stress was characterized by exhaustion, 
a feeling of personal failure, and depersonalization. 
CHAPTER III 
Methods and Procedures 
A discussion of the methods and procedures that were 
used for the research is presented in this chapter. 
Described will be the research design, instrumentation, data 
collection, and statistical analyses. 
Research Design 
The relationship between the independent and dependent 
variables was examined using a descriptive research design. 
In order to indicate the direction and the strength of the 
relationships, correlation coefficients were derived. 
Ary, Jacobs and Razavieh (1979) noted that descriptive 
research studies are designed to obtain information 
concerning the current status of phenomena. The aim of the 
research reported herein was to describe "what exists" with 
respect to variables or conditions in a situation. 
Best (1981) defined correlation as the relationship 
between two or more period variables and between two or more 
sets of data. Correlation coefficient, according to Ary, 
Jacobs and Razavieh (1979), is a statistical technique for 
determining the relationship between two sets of scores that 
have been obtained from the same group of subjects. 
According to Borg (1981) it indicates the direction and the 




The Special Education Director's Job Stress Survey was 
utilized to collect the data for this study. Part One. 
Personal Demographic Information, requested that the Georgia 
special education directors provide data regarding personal, 
professional and educational characteristics. These data 
were needed to examine the variables of age, sex, race, 
educational background, Georgia teaching certificates held, 
teaching experience, job role and responsibilities, job 
satisfaction, and general health status. 
Part Two, School System Demographic Information, 
requested the respondents to provide data on the school 
system in which they were employed. These data were needed 
to examine the variables of school system size and location. 
Part Three, a Stress Check List of 20 items, requested 
the respondents to indicate whether they had experienced 
stress-related conditions in the past three months. The 
respondents used a five-point Likert-type scale to identify 
how often they had experienced stress-related conditions. 
The five choices were: 
(N) I never experience this condition of 
(R) I rarely experience this condition of 
(S) I sometimes experience this condition of 
(F) I frequently experience this condition of 
(A) I always experience this condition of 
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Part Four, a Survey of Job Duties Stress, required that 
the special education directors respond to a 40 item 
questionnaire. The respondents used a five-point Likert 
type scale to identify the job duties which they perceived 
as causing them the most and least amounts of stress. The 
respondents replied to all 40 items in the following manner: 
(N) The condition is never a source of stress to me. 
(R) The condition is rarely a source of stress to me. 
(S) The condition is sometimes a source of stress to 
me. 
(F) The condition is frequently a source of stress to 
me. 
(A) The condition is always a source of stress to me. 
The survey was designed and developed by the 
researcher. However, some items were selected from existing 
stress instruments and modified to fit the needs of the 
research. Other surveys that were used to develop the 
instrument for this study were: Administrative Stress Index, 
as developed by Swent and Gmelch (1977); Stress and Coping 
Strategies of Special Education Administrators 
Questionnaires, as developed by Guenin (1986); the Burnout 
Assessment Inventory, as developed by Clouse (1982); Work- 
Stress Checklist, as developed by Veniga and Spradley 
(1981); Stress Diagnostic Survey, as developed by Matteson 
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and Ivanchevich (1982); and Stress Profile for Teachers, as 
developed by Wilson (1979). 
Instrument Validity and Reliability 
Because the researcher designed and developed the 
instrument, tests of validity and reliability were required. 
According to Borg (1981), the degree to which a test 
actually measures the variables it claims to measure is 
called validity. Content validity is the degree to which 
items on a test appropriately represent the content that the 
test is designed to measure. 
Reliability, as applied to educational measurements, 
may be defined as the level of internal consistency of the 
measure, or its stability over time. Face validity and 
item to factor analyses were used to test the validity and 
reliability of the instrument. The researcher field tested 
the survey using a sample of special education 
administrators knowledgeable about the job duties of Georgia 
special education directors. This group consisted of four 
special education consultants in the Muscogee County School 
District and a retired Georgia special education director. 
In addition, a nurse, counselors, psychologists and members 
of the clergy reviewed the instrument to validate the 
characteristics of stress. Also, a Columbus College 
professor of Research and the Muscogee County School 
District Director of Research validated the instrument. 
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The Population 
The population for the study was the 180 special 
education directors in the 186 public school systems in the 
state of Georgia. These directors were identified through 
the Division for Exceptional Students in the Georgia 
Department of Education. The study used the entire 
population, not a sample. 
Data Collection Procedures 
The Special Education Director's Job Stress Survey was 
mailed to the population. They also received an accompanying 
cover letter and a return-addressed stamped envelope. The 
envelopes were coded to record returns for the purpose of 
following up on those who had not responded. Follow-up 
letters were mailed to those who did not return the survey 
in a timely manner. 
Statistical Analysis Procedures 
This study used the Product Moment Correlation, 
commonly known as Pearson Correlation. This is a zero-order 
correlation technique that is used when the scores for both 
variables are continuous. This coefficient is used when the 
scale of measurement is either the interval or the ratio 
type. 
The Pearson Product-Moment Coefficient of Correlation 
summarizes the extent of the relationship between two 
65 
continuous variables. It summarizes the extent to which the 
scores vary concomitantly from their respective means. 
According to Wolpert (1981), the interpretation of 
correlation coefficients, in a research study, shows that 
one is faced with an index of a relationship between two 
variables. The sign of the coefficient, plus or minus, 
tells the nature of the relationship. The difference 
between the coefficient and zero tells the magnitude of the 
relationship. 
Limitations of the Study 
There are certain limitations in Educational research 
which may influence the interpretation of the findings. The 
limitations of this study were: (1) the sample included 
only those Special Education Directors who volunteered to 
participate in the sample, and (2) the data collection 
instrument used a self-report design. In addition, this 
study measured only a limited number of areas that caused 
job stress. There may be additional stress factors in 
special education administration which should be examined. 
CHAPTER IV 
Data Analysis and Findings 
The major purpose of this study was to determine 
Georgia Special Education Directors' general stress levels 
and their perceptions of the job duties that cause them 
stress. Further, the study identified the aspects of the 
subjects' personal and professional backgrounds which are 
related to stress. 
This chapter presents the demographic description of 
the population and the school systems. Also presented are 
the analyses of the hypotheses and research questions. The 
data for the study were obtained from the responses to a 
survey distributed to the entire population of 180 Special 
Education Directors in public school systems in the state of 
Georgia. A total of 146 surveys, or 81%, were returned. 
SUBJECTS' PERSONAL BACKGROUND 
Seventy-three percent of the respondents were female 
and 27% were male. The numbers and percentages of the 





Gender N % 
Male 40 27.4 
Fema1e 106 72.6 
Totals 146 100.0 
The majority of the Special Education Director (86%) 
were Caucasian. The remaining were Black (13%), Indian 
(0.7%), and other (0.7). The numbers and percentages of the 




Race N % 
Caucasian 125 85.6 
Black 19 13.0 






Indian 1 0.7 
Other 1 0.7 
Totals 146 100.0 
The age of the population included 1.4% in their 
twenties, 26% in their thirties, 55% in their forties, 16% 
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in their fifties and 2% in their sixties or older. Table 3 
presents these figures. 
Table 3 
Subjects' Age 
Acre N% % 
20-29 2 1.4 
30-39 38 26.0 
40-49 80 54.8 
50-59 23 15.8 
60 + 3 2.1 
Totals 146 100.0 
Sixty-eight percent of the respondents were married, 
16% were single, 14% were single with dependents, and 3% 
were widowed. The numbers and percentages of the Georgia 




Subjects' Marital Status 
Status N % 
Married 99 67.8 
Single 23 15.8 
Single w/dep. 20 13.7 
Widowed 4 2.7 
Totals 146 100.0 
The sample can be characterized as predominantly 
female, Caucasian, 40-49 years of age and married. 
Subjects' Professional Backgrounds 
The respondents reported their level of education as 
the bachelor's degree (29%). the master's degree (53%), the 
specialist degree (16%), and the doctoral degree (2%). The 
numbers and percentages of the Georgia Special Education 
Directors' level of education are presented in Table 5. 
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Table 5 
Subjects' Level of Education 
Decrree N % 
Bachelor's 42 28.8 
Master's 77 52.7 
Specialist 24 16.4 
Doctoral 3 2.1 
Totals 146 100.0 
The majority {41%) of the respondents had between 10 
and 19 years of experience. Thirty-four percent had 20 or 
more years of experience. Twenty percent had between 4 and 
9 years of experience. Six percent had less than 4 years of 
experience. The numbers and percentages of the Georgia 
Special Education Directors' teaching experience are 
presented in Table 6. 
Table 6 
Years N % 
0 2 1.4 
1-3 6 4.1 
4-9 29 19.9 
10-19 60 41.0 
20 + 49 33.6 
Totals 146 100.0 
A plurality (31%) of the respondents indicated that 
they spent their greatest years of teaching special 
education at the elementary level. The remainder of the 
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population's teaching experience can be described as junior 
high special education, 9.6%; high school special education, 
19.2%; elementary regular education, 10.3%; junior high 
regular education, 8.1%; high school regular education, 11%; 
and other non-teaching duties, 11%. The numbers and 
percentages of the Georgia Special Education Directors' 
teaching level experience are presented in Table 7. 
Table 7 
Subjects' Teaching Level Experience 
Levels N % 
Elementary Special Education 45 30.8 
Junior High Special Education 14 9.6 
High School Special Education 28 19.2 
Elementary Regular Education 15 10.3 
Junior High Regular Education 12 8.1 
High School Regular Education 16 11.0 
Other 16 11.0 
Totals 146 100.0 
A plurality (45%) of the respondents reported their 
current job role as Special Education Director. The 
remainder serve as Assistant Superintendent and Special 
Education Director, 3.4%; School Principal and Special 
Education Director, 34.9%; and Coordinator/Director of 
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another department and Special Education Director, 17.2%. 
The numbers and percentages of the Georgia Special Education 
Directors' current job role are presented in Table 8. 
Table 8 
Subjects' Current Job Role 
Role N % 
Special Education Director 65 44.5 
Asst. Supt. & Spec. Ed. Dir. 5 3.4 
School Principal & Spec. Ed. Dir. 
Other Coordinator/Dir 
51 34.9 
& Spec. Ed. Dir. 25 17.2 
Totals 146 100.0 
The number of school systems that each Georgia Special 
Education Directors serves can be described as one at 85.6%, 
two at 7.5%, three at 4.8% and four or more at 2.1%. The 
number and percentages of the school systems that Georgia 
Special Education Directors serve are presented in Table 9. 
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Table 9 
Subjects' Numbers of School System Served 
Number of Systems N % 
1 125 85.6 
2 11 7.5 
3 7 4.8 
4 + 3 2.1 
Totals 146 100.0 
Seventy-two percent of the respondents reported that 
they had served In their current position for less than 10 
years. The remaining 28% had served for 10 or more years. 
The specific distribution of years in the current position 
is presented in Table 10. 
Table 10 
Subjects' Number of Years in Present Position 
Number of Years N % 
0
 1 61 41.8 
5-9 44 30.1 
10-19 36 24.7 
20 + 5 3.4 
Totals 146 100.0 
Forty-seven percent of the respondents reported that 
they had worked as administrators for predominantly 10 to 19 
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years. The remainder of the population had been 
administrators for 0 to 4 years (24%). 5 to 9 years (23.3), 
and 20 or more years (6.2%). The distribution is reported 
in Table 11. 
Table 11 
Subjects' Number of Years as an Administrator 
Number of Years N % 
0-4 35 24.0 
5-9 34 23.3 
10-19 68 46.5 
20 + 9 6.2 
Totals 146 100.0 
Eight percent of the population reported their salaries 
to be $30,000 or less. Seventy-eight percent indicated a 
salary of between $31,000 and $50,000. Fourteen percent 
reported a salary in excess of $50,000. The specific 
distribution of salaries as reported is presented in Table 
12. 
Table 12 
Subjects' Annual Salary 
Salary N % 
Below $20,000.00 3 2.1 
$21,000.00-$30,000.00 8 5.5 
$31,000.00-$40,000.00 61 41.7 
$41,000.00-$50,000.00 53 36.3 
$51,000.00-above 21 14.4 
Totals 146 100.0 
Forty-five percent of the respondents reported their 
annual contract to be twelve months. The remainder of the 
population's contract length were nine months (1.4%). ten 
months (8.2%), and eleven months (41.1%). The annual 
contract length distribution is presented in Table 13. 
Table 13 
Subjects' Annual Contract Length  
Contract Length N % 
9 months 2 1.4 
10 months 12 CD
 
11 months 60 41.1 
12 months 66 45.2 
Other 6 4.1 
Totals 146 100.0 
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Georgia Special Education Directors’ can be described 
as having frequent job satisfaction at 35.6%, no job 
satisfaction at 1.4%, little job satisfaction at 9.6%, 
moderate job satisfaction at 30.1%, and high job 
satisfaction at 23.3%. The number and percentages of 
Georgia Special Education Directors' level of job 
satisfaction are presented in Table 14. 
Table 14 
Subjects' Level of Job Satisfaction 
Leve 1 N % 
No job satisfaction 2 1.4 
Little job satisfaction 14 9.6 
Moderate job satisfaction 44 30.1 
Frequent job satisfaction 52 35.6 
High job satisfaction 34 23.3 
Totals 146 100.0 
Fifty percent of the respondents reported that they had 
good health. The remainder of the population reported their 
general health status as poor (2.7%), fair (18.9%), and 
excellent (38.4%). The specific distribution of general 
health status is presented in Table 15. 
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Table 15 
Subjects1 General Health Status 
Status N % 
Poor 4 2.7 
Fair 13 8.9 
Good 73 50.0 
Excel lent 56 38.4 
Totals 146 100.0 
A review of the professional backgrounds of the 
population indicates that they are persons holding master's 
degrees, having 10-19 teaching years experience, having 
elementary special education teaching experience, serving as 
special education director only, serving one school system, 
employed in the present position 0 to 4 years, having 10 to 
19 years of administrative experience, and receiving a 
$31,000-40,000 annual salary and working under a twelve 
month contract. Further, they reported experiencing 
frequent job satisfaction and experiencing good health. 
Characteristics of the School Systems 
The total special education student population of the 
school systems represented in the study ranged from less 
than 300 exceptional students, to over 3,900. Of the 146 
school systems, 32% reported less than 300 exceptional 
students, 38% reported between 301 and 1,000» 12% reported 
between 1,001 and 2,300, 11% reported between 2,301 and 
3,900 and 7% reported over 3,901 exceptional students. 
Table 16 presents the distribution. 
Table 16 
Total Special Education Student Population 
Number of Students N % 
Below 300 47 32.2 
301-1,000 55 37.7 
1,001-2,300 18 12.3 
2,301-3,900 16 11.0 
3,901 + 10 6.8 
Totals 146 100.0 
Thirty nine percent of the 146 represented school 
districts reported having between 16 and 40 special 
education staff members. Twenty eight percent had fewer 
than 16, 16% had between 41 and 70, 8% had between 71 and 
100 and 10% had more than 101. The numbers and percentages 
of the school systems' total number of special education 
staff are presented in Table 17. 
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Table 17 
Total Special Education Staff 
Number of Staff N % 
0-15 41 28.1 
16-40 57 39.0 
41-70 23 15.8 
71-100 11 7.5 
101 + 14 9.6 
Totals 146 100.0 
Thirty two percent of the 146 school districts were 
located in South Georgia. The location of the remainder of 
the school systems can be described as North Georgia, 30%; 
West Georgia, 12%; East Georgia, 9%; and Central Georgia, 
16%. The numbers and percentages of the school system's 
location are presented in Table 18. 
Table 18 
Location of the School Systems 
Location N % 
North Georgia 44 30.1 
South Georgia 47 32.2 
West Georgia 18 12.3 
East Georgia 13 8.9 
Central Georgia 24 16.5 






school systems in the study can be characterized as 
total special education student population of 301- 
total special education staff of 16-40, and being 
in South Georgia. 
Level of Stress 
The mean and standard deviation for the stress 
characteristics of irritability, aches, pains, and 
headaches, illness, alcohol, tobacco, and prescription 
medication use, being keyed up, nervous tics, bowel and 
bladder changes, mood changes, blood pressure and heart rate 
changes, skin rashes, depression, throwing and kicking 
objects, energy level changes, weight changes, skin 
temperature changes, teeth grinding, professional life 
anxieties, and personal life anxieties are presented in 
Table 19. These mean scores are based on a possible range 
of between 1 (Never) and 5 (Always). 
Table 19 
Level of Stress 
Variables X S.D. 
Irritabi1ity Sometimes 3.048 .782 
Aches, pains & headaches Rarely 2.445 .990 
111 ness Rarely 1.801 . 922 
Alcohol, tobacco & 
medication use Rarely 1.568 .862 
Being keyed up Sometimes 3.110 . 903 
Nervous tics Rarely 1.945 . 923 
Bowel & bladder changes Rarely 1.890 .955 
Changes in eating habits Rarely 2.178 1.022 
Changes in sleeping habits Rarely 2.322 . 968 
Mood changes Rarely 2.205 . 901 
Blood & heart rate changes Rarely 2.096 1.039 
Skin rashes Rarely 1.664 .970 
Depression Rarely 2.288 .813 
Throwing & kicking objects Never 1.452 .734 
Energy level changes Sometimes 2.589 .994 
Weight changes Rarely 2.288 .894 
Skin temperature changes Rarely 1.966 .858 
Teeth grinding Rarely 1.7811 .041 
Professional life anxieties Sometimes 3.027 .954 
Personal life anxieties Sometimes 2.795 .982 
To determine the Georgia Special Education Directors' 
level of stress, a magnitude of estimation was used by- 
adding the means together to derive a summation of the 
means. It was determined that the population was 
experiencing moderate stress at 48.2. The instrument was 
quantified at 1-20 non-existent stress, 21-40 low stress, 
41-60 moderate stress, 61-80 high stress, and 81-100 
excessive stress. 
82 
The following questions were formulated to provide 
guidance for the study. 
1. Does a significant relationship exist between the 
general stress levels of Georgia Special Education 
Directors and their perceived sources of job 
stress? 
2. Does a significant relationship exist between the 
personal backgrounds of Georgia Special Education 
Directors and their general stress levels? 
3. Does a significant relationship exist between the 
professional backgrounds of Georgia Special 
Education Directors and their general levels of 
stress? 
4. Does a significant relationship exist between the 
demographic characteristics of the Director's 
school systems and their reported general levels of 
stress? 
5. Does a significant relationship exist between the 
personal backgrounds of Georgia Special Education 
Directors and their perceived sources of stress? 
6. Does a significant relationship exist between the 
professional backgrounds of Georgia Special 
Education Directors and their perceived sources of 
job stress? 
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7. Does a significant relationship exist between the 
school systems's demographic characteristics and 
the Directors' perceived sources of job stress? 
8. Does a significant relationship exist between job 
satisfaction of Georgia Special Education Directors 
and their general levels of stress? 
9. Does a significant relationship exist between the 
general health status of Georgia Special Education 
Directors and their general levels of stress? 
10. Does a significant relationship exist between job 
satisfaction of Georgia Special Education Directors 
and their perceived sources of job stress? 
11. Does a significant relationship exist between the 
general health status of Georgia Special Education 
Directors and their perceived sources of job 
stress? 
12. What are the stress levels of Georgia Special 
Education Directors as perceived by the Directors? 
13. What are the reported sources of job stress of 
Georgia Special Education Directors? 
The conceptual framework and the relationships among 
the variables suggested thirty-seven hypotheses. 
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Hypotheses Stated Null for Test Purposes 
Hypothesis One: There is no significant 
relationship between general stress levels 
and perceived stress related to job duties of 
Georgia Special Education Directors. 
According to the analysis as presented in Table 20, the 
correlation coefficient of general stress levels and 
perceived stress related to job duties of Georgia Special 
Education Directors was .6689. Therefore, the null 
hypothesis was rejected because there is a significant 
relationship at the .05 level of significance. It was 
significant because the calculated probability of .000 was 
less than the pre-established probability of .05. 
Table 20 
Correlation of General Stress Levels and Stress 
Related to . Job Duties 
Variable N r (P) 
Perceptions of Stress 146 .6689 .000 
p=. 05 
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Hypothesis Two: There is no significant 
relationship between the gender of Georgia Special 
Education Directors and their general stress 
1eve 1s. 
Data reported in Table 21 indicated that the null 
hypothesis was not rejected because the correlation 
coefficient of the subjects' gender and their general stress 
level was .0554. Therefore, it was not significant at the 
.05 level of significance because the calculated probability 
of .507 was greater than the pre-established probability of 
.05. 
Table 21 
Correlation of Gender and General Stress 
Variable N r (P) 
Gender 146 .0554 .507 
P-.05 
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Hypothesis Three: There is no significant 
relationship between the race of Georgia Special 
Education Directors and their general stress 
1 eve 1s. 
The presentation of data in Table 22 indicates that 
there was not a significant relationship between the 
subjects' race and their general stress levels at .082. 
Therefore, the null hypothesis was not rejected because the 
calculated probability of .325 was greater than the pre- 
established probability of .05. 
Table 22 
Correlation of Race and General Stress 
Variable N r (P) 
Race 146 .082 .325 
P-.05 
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Hypothesis Four: There is no significant 
relationship between the age of Georgia Special 
Education Directors and their general stress 
levels. 
According to the analysis as presented in Table 23, the 
correlation coefficient of the subjects' age and their 
general stress level was -.1102. Therefore, the null 
hypothesis was not rejected because there was not a 
significant inverse relationship at the .05 level of 
significance. There was not a significant relationship 
because the calculated probability of .185 was greater than 
the pre-established probability of .05. 
Table 23 
Correlation of Age and General Stress 
Variable N r (P) 
Acre 146 -.1102 .185 
p-. 05 
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Hypothesis Five: There is no significant 
relationship between the marital status of 
Georgia Special Education Directors and their 
general stress levels. 
Data presented in Table 24 displays the correlation 
coefficient of the subjects* marital status and their 
general stress levels at -.0560. There was not a 
significant inverse relationship at the .05 level of 
significance and the null hypothesis was not rejected. It 
was not significant because the calculated probability of 
.502 was greater than the pre-established probability of 
.05. 
Table 24 
Correlation of Marital Status and General Stress 
Variable N r (P) 
Marital Status 146 .0560 .502 
P-.05 
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Hypothesis Six: There is no significant 
relationship between the gender of Georgia Special 
Education Directors and their perceived sources of 
job stress. 
In Table 25 the presentation of the data indicates that 
the correlation of the gender of the subjects and their 
perceived sources of job stress was not a significant 
inverse relationship at the .05 level of significance. 
Therefore, at -.0419, the null hypothesis was not rejected 
because the calculated probability of .615 was greater than 
the pre-established probability of .05. 
Table 25 
Correlation of Gender and Stress Related to Job Duties 
Variable N r (P) 
Gender 146 -.0419 .615 
P-.05 
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Hypothesis Seven: There is no significant 
relationship between the race of Georgia Special 
Education Directors and their perceived sources of 
job stress. 
According to the analysis as presented in Table 26» the 
correlation coefficient of the subject's race and perceived 
sources of job stress was -.631. Therefore, the null 
hypothesis was not rejected because there was not a 
significant inverse relationship at the .05 level of 
significance. There was not a significant relationship 
because the calculated probability of .449 was greater than 
the pre-established probability of .05. 
Table 26 
Correlation of Race and Stress Related to Job Duties 
Variable N r (P) 
Race 146 -.0631 .449 
P-.05 
91 
Hypothesis Eight: There is no significant 
relationship between the age of Georgia Special 
Education Directors and their perceived sources of 
job stress. 
Data presented in Table 27 displays the correlation 
coefficient of the subjects' age and the perceived sources 
of job stress at -.1171. Therefore, there was not a 
significant inverse relationship at the .05 level of 
significance and the null hypothesis was not rejected. It 
was not significant because the calculated probability of 
.159 was greater than the pre-established probability of 
.05 . 
Table 27 
Correlation of Acre and Stress Related to Job Duties 
Variable N r (P) 
Acre 146 -.1171 . 159 
p=. 05 
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Hypothesis Nine: There is no significant 
relationship between the marital status of Georgia 
Special Education Directors and their perceived 
sources of job stress. 
The presentation of data in Table 28 indicates that 
there was not a significant inverse relationship between the 
subjects' marital status and their perceived sources of job 
stress at -.0463. Therefore, the null hypothesis was not 
rejected because the calculated probability of .579 was 
greater than the pre-established probability of .05. 
Table 28 
Correlation of Marital Status and Stress Related to Job 
Duties 
Variable N r (P) 
Marital Status 146 -.0463 .579 
P-.05 
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Hypothesis Ten: There is no significant 
relationship between the highest level of 
education of Georgia Special Education Directors 
and their general stress levels. 
Data presented in Table 29 indicates that the null 
hypothesis was not rejected because the correlation of the 
subjects' highest level of education and their general 
stress levels was .0257. Therefore, it was not significant 
at the .05 level of significance because the calculated 
probability of .758 was greater than the pre-established 
probability of .05. 
Table 29 
Correlation of Level of Education and General Stress Levels 
Variable N r (P) 
Level of Education 146 .0257 .758 
p-. 05 
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Hypothesis Eleven: There is no significant 
relationship between the years of teaching 
experience of Georgia Special Education Directors 
and their general stress levels. 
According to the analysis in Table 30, the correlation 
coefficient of the subjects' years of teaching experience 
and their general stress level was -.1244. Therefore, the 
null hypothesis was not rejected because there was not a 
significant inverse relationship at the .05 level of 
significance. There was not a significant relationship 
because the calculated probability of .135 was greater than 
the pre-established probability of .05. 
Table 30 
Correlation of Years of Teaching Experience and General 
Stress Levels 
Variable N r (P) 
Years of Teaching 146 -.1244 .135 
p-. 05 
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Hypothesis Twelve: There is no significant 
relationship between the teaching level experience 
of Georgia Special Education Directors and their 
general stress levels. 
Data reported in Table 31 indicates that the null 
hypothesis was not rejected because the correlation 
coefficient of the subjects' teaching level experience and 
their general stress levels was -.0630. Therefore, it was 
not a significant inverse relationship at the .05 level of 
significance because the calculated probability of .450 was 
greater than the pre-established probability of .05. 
Table 31 
Correlation of Teaching Level Experience and General 
Stress Levels  
Variable N r (P) 
146 -.0630 .450 Teaching Level Experience 
p=. 05 
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Hypothesis Thirteen: There is no significant 
relationship between the job role of Georgia 
Special Education Directors and their general 
stress levels. 
The presentation of data in Table 32 indicates that 
there was not a significant relationship between the 
subjects' job role and their general stress levels at .0770. 
Therefore, the null hypothesis was not rejected because the 
calculated probability of .355 was greater than the pre- 
established probability of .05. 
Table 32 
Correlation of Job Role and General Stress Levels 
Variable N r (P) 
Job Role 146 .0770 .355 
p=. 05 
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Hypothesis Fourteen: There is no significant 
relationship between the number of school systems 
served by Georgia Special Education Directors and 
their general levels of stress. 
In Table 33, the presentation of the data indicates 
that the correlation of the number of school systems served 
by the subjects and their general level of stress is not a 
significant inverse relationship at the .05 level of 
significance. Therefore, at -.0039, the null hypothesis is 
not rejected because the calculated probability of .963 is 
greater than the pre-established probability of .05. 
Table 33 
Correlation of School Systems Served and Their General 
Stress Levels 
Variable N r (P) 
School System Served 146 -.0039 .963 
P-.05 
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Hypothesis Fifteen: There is no significant 
relationship between the number of years in the 
current positions of Georgia Special Education 
Directors and their general stress levels. 
According to the analysis as presented in Table 34, the 
correlation coefficient of the number of years in the 
position of Georgia Special Education Directors and general 
stress levels was not a significant inverse relationship at 
the .05 level of significance at 
-.0093. Therefore, the null hypothesis was not rejected 
because the calculated probability of .912 was greater than 
the pre-established probability of .05. 
Table 34 
Correlation of Years in Current Position and General 
Stress Levels 
Variable N r (P) 
Years in Current Position 146 -.0093 .912 
P-.05 
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Hypothesis Sixteen: There is no significant 
relationship between the years of administrative 
experience of Georgia Special Education Directors 
and their general stress levels. 
Data presented in Table 35 displays the correlation 
coefficient of the subjects' administrative experience and 
their general stress levels at -.0898; therefore, there was 
not a significant inverse relationship at the .05 level of 
significance and the null hypothesis was not rejected. It 
was not significant because the calculated probability of 
.281 was greater than the pre-established probability of 
.05. 
Table 35 
Correlation of Administrative Experience and General 
Stress Levels 
Variable N r (P) 
Administrative ExDerience 146 -.0898 .281 
p-. 05 
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Hypothesis Seventeen: There Is no significant 
relationship between the current annual salary of 
Georgia Special Education Directors and their 
general stress levels. 
The presentation of data in Table 36 indicates that 
there was not a significant inverse relationship between the 
subjects' annual salary and their general stress levels 
at -.0768. Therefore, the null hypothesis was not rejected 
because the calculated probability of .357 was greater than 
the pre-established probability of .05. 
Table 36 
Correlation of Current Annual Salary and General 
Stress Levels 
Variable N r (P) 
Current Annual Salary 146 -.0768 .357 
p=. 05 
101 
Hypothesis Eighteen: There is no significant 
relationship between the length of the employment 
contract of Georgia Special Education Directors 
and their general stress levels. 
Data reported in Table 37 indicates that the null 
hypothesis was not rejected because the correlation 
coefficient of the subjects' annual employment contract 
length and their general stress levels was -.1350. 
Therefore, there was not a significant inverse relationship 
at the .05 level of significance because the calculated 
probability of .104 was greater than the pre-established 
probability of .05. 
Table 37 
Correlation of Length of Employment Contract and 
General Stress Levels 
Variable N r [P) 
Length of Employment < Contract 146 -.1350 . 104 
P-.05 
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Hypothesis Nineteen: There is no significant 
relationship between the job satisfaction of 
Georgia Special Education Directors and their 
general stress levels. 
The null hypothesis was rejected, as indicated in Table 
38. because there was a significant relationship between the 
subjects' job satisfaction and their general stress levels 
at the .05 level of significance of -.4019. It was 
significant because the calculated probability of .000 was 
less than the pre-established probability of .05. It was 
noted that while the correlation yielded an inverse 
relationship, the interpretation of the data indicated that 
the actual relationship between these two variables was not 
inverse. The quantification of the instrument gave this 
inverse appearance. 
Table 38 
Correlation of Job Satisfaction and General Stress Levels 
Variable N r (P) 
Job Satisfaction 146 -.4019 .000 
P-.05 
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Hypothesis Twenty: There is no significant 
relationship between the general health status of 
Georgia Special Education Directors and their 
general stress levels. 
Data reported in Table 39 indicates the results of 
testing the hypothesis. The correlation coefficient of the 
subjects' general health status and their general stress 
levels was -.2425; therefore, the correlation was 
significant at the .05 level of significance and the null 
hypothesis was rejected. There was a significant 
relationship because the calculated probability of .003 was 
less the pre-established probability of .05. It was noted 
that while the correlation yielded an inverse relationship, 
the interpretation of the data indicated that the actual 
relationship between these two variables was not inverse. 
The quantification of the instrument gave this inverse 
appearance. 
Table 39 
Correlation of General Health Status and General Stress 
Levels 
Variable N r (P) 
General Health Status 146 -.2425 .003 
p=. 05 
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Hypothesis Twenty-One: There is no significant 
relationship between the highest level of 
education of Georgia Special Education Directors 
and their perceived sources of job stress. 
Data represented in Table 40 indicated that the null 
hypothesis was not rejected because the correlation of the 
subjects' highest level of education and their perceived 
sources of job stress was .0308. Therefore, it was not 
significant at the .05 level of significance because the 
calculated probability of .712 was greater than the pre- 
established probability of .05. 
Table 40 
Correlation of Level of Education and Sources of 
Job Stress 
Variable N r (P) 
Level of Education 146 .0308 .712 
p=. 05 
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Hypothesis Twenty-Two: There is no significant 
relationship between the years of teaching 
experience of Georgia Special Education Directors 
and their perceived sources of job stress. 
According to the analysis as presented in Table 41. the 
correlation coefficient of the subjects' years of teaching 
experience and their perceived sources of job stress was - 
.0797. Therefore, the null hypothesis was not rejected 
because there was not a significant inverse relationship at 
the .05 level of significance. There was not a significant 
relationship because the calculated probability of .339 was 
greater than the pre-established probability of .05. 
Table 41 
Sources of Job Stress 
Variable N r (P) 
Years of Teaching 146 -.0797 .339 
p=. 05 
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Hypothesis Twenty-Three: There is no significant 
relationship between the teaching level experience 
of Georgia Special Education Directors and their 
perceived sources of job stress. 
Data reported in Table 42 indicated that the null 
hypothesis was not rejected because the correlation 
coefficient of the subjects’ teaching level experience and 
their perceived sources of job stress was -.0287. 
Therefore, it was not a significant inverse relationship at 
the .05 level of significance because the calculated 
probability of .731 was greater than the pre-established 
probability of .05. 
Table 42 
of Job Stress 
Variable N r (P) 
Teaching Level Experience 146 -.0287 .731 
P-.05 
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Hypothesis Twenty-Four: There is no significant 
relationship between the job role of Georgia 
Special Education Directors and their perceived 
sources of job stress. 
The presentation of data in Table 43 indicated that 
there was not a significant relationship between the 
subjects’ job role and their perceived sources of job stress 
at .0632. Therefore, the null hypothesis was not rejected 
because the calculated probability of .448 was greater than 
the pre-established 
probability of .05. 
Table 43 
Correlation of Job Role and Sources of Job Stress 
Variable N r (P) 
Job Role 146 .0632 .448 
P“. 05 
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Hypothesis Twenty-Five: There is no significant 
relationship between the number of school systems 
served by Georgia Special Education Directors and 
their perceived sources of job stress. 
In Table 44, the presentation of the data indicated 
that the correlation of the number of school systems served 
by the subjects and their perceived sources of job stress 
was not a significant inverse relationship at the .05 level 
of significance. Therefore, at -.0325, the null hypothesis 
was not rejected because the calculated probability of .697 
was greater than the pre-established probability of .05. 
Table 44 
Correlation of School Systems Served and Sources 
of Job Stress 
Variable N r (P) 
School Systems Served 146 -.0325 .697 
p=*. 05 
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Hypothesis Twenty-Six: There is no significant 
relationship between the number of years in the 
current positions of Georgia Special Education 
Directors and their perceived sources of job 
stress. 
According to the analysis as presented in Table 45, the 
correlation coefficient of the number of years in the 
position of Georgia Special Education Directors and the 
perceived sources of job stress (-.0342) was not a 
significant inverse relationship at the .05 level of 
significance. Therefore, the null hypothesis was not 
rejected because the calculated probability of .682 was 
greater than the pre-established probability of .05. 
Table 45 
Correlation of Years in Current Position and Sources 
of Job Stress 
Variable N r (P) 
Years in Current Position 146 -.0342 .682 
p-. 05 
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Hypothesis Twenty-Seven: There Is no significant 
relationship between the years of administrative 
experience of Georgia Special Education Directors 
and their perceived sources of job stress. 
Data presented in Table 46 displays the correlation 
coefficient of the subjects' administrative experience and 
their perceived sources of job stress at -.1017. There was 
not a significant inverse relationship at the .05 level of 
significance and the null hypothesis was not rejected 
because the calculated probability of .222 was greater than 
the pre-established probability of .05. 
Table 46 
Correlation of Administrative Experience and Sources 
of Job Stress 
Variable N r (P) 
Administrative Experience 146 -.1017 .222 
p=. 05 
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Hypothesis Twenty-Eight: There is no significant 
relationship between the current annual salary of 
Georgia Special Education Directors and their 
perceived sources of job stress. 
The presentation of data in Table 47 indicates that 
there was not a significant inverse relationship between the 
subjects' annual salary and their perceived sources of job 
stress at -.0017. Therefore, the null hypothesis was not 
rejected because the calculated probability of .983 was 
greater than the pre-established probability of .05. 
Table 47 
Correlation of Current Annual Salary and Sources 
of Job Stress 
Variable N r (P) 
Current Annual Salary 146 -.0017 .983 
p=. 05 
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Hypothesis Twenty-Nine: There is no significant 
relationship between the length of the annual 
employment contract of Georgia Special Education 
Directors and their perceived sources of job 
stress. 
Data reported in Table 48 indicates that the null 
hypothesis was not rejected because the correlation 
coefficient of the subjects' annual employment contract 
length and their perceived sources of job stress was 
-.1098. Therefore, there was not a significant inverse 
relationship at the .05 level of significance because the 
calculated probability of .187 was greater than the pre- 
established probability of .05. 
Table 48 
Correlation of Lencrth of Employment Contract and Sources of 
Job Stress 
Variable N r (P) 
Lencrth of Employment Contract 146 -.1098 187 
p-. 05 
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Hypothesis Thirty: There is no significant 
relationship between the job satisfaction of 
Georgia Special Education Directors and their 
perceived sources of job stress. 
According to the analysis as presented in Table 49, the 
correlation of the subjects' job satisfaction and their 
perceived sources of stress was -.3267. The correlation was 
significant at the .05 level of significance and the null 
hypothesis was rejected because the calculated probability 
of .000 was less than the pre-established probability of 
.05. It was noted that while the correlation yielded an 
inverse relationship, the interpretation of the data 
indicated that the actual relationship between these two 
variables was not inverse. The quantification of the 
instrument gave this inverse appearance. 
Table 49 
Correlation of Job Satisfaction and Sources of Job Stress 
Variable N r (P) 
Job Satisfaction 146 -.3267 .000 
p-. 05 
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Hypothesis Thirty-One: There is no significant 
relationship between the general health status of 
Georgia Special Education Directors and their 
perceived sources of job stress. 
A presentation of the data in Table 50 indicates a 
significant relationship at the .05 level of significance. 
The correlation of the subjects' general health status and 
their perceived sources of job stress was significant at - 
.1935. The null hypothesis was rejected because the 
calculated probability of .019 was less than the pre- 
established probability of .05. It was noted that while the 
correlation yielded an inverse relationship, the 
interpretation of the data indicated that the actual 
relationship between these two variables was not inverse. 
The quantification of the instrument gave this inverse 
appearance. 
Table 50 
Correlation of General Health Status and Sources 
of Job Stress 
Variable N r (P) 
General Health Status 146 -.1935 .019 
p-. 05 
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Hypothesis Thirty-Two: There is no significant 
relationship between the number of special 
education students in the school systems of the 
Georgia Special Education Directors and their 
general stress levels. 
According to the analysis as presented in Table 51, the 
correlation coefficient of the number of special education 
students of Georgia Special Education Directors and their 
general stress levels was -.0599. Therefore, the null 
hypothesis was not rejected because there was not a 
significant inverse relationship at the .05 level of 
significance. There was not a significant relationship 
because the calculated probability of .473 was greater than 
the pre-established probability of .05. 
Table 51 
Correlation of Special Education Students and General 
Stress Levels 
Variable N r (P) 
Special Education Students 146 -.0599 .473 
p=. 05 
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Hypothesis Thirty-Three: There is no significant 
relationship between the number of staff 
supervised by Georgia Special Education Directors 
and their general stress levels. 
Data presented in Table 52 displays the correlation 
coefficient of the number of staff supervised by Georgia 
Special Education Directors and their general stress levels 
at .0382. There was not a significant relationship at the 
.05 level of significance and the null hypothesis was not 
rejected. It was not significant because the calculated 
probability of .647 was greater than the pre-established 
probability of .05. 
Table 52 
Variable N r (P) 
Supervised Staff 146 .0382 .647 
p=*. 05 
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Hypothesis Thirty-Four: There was no significant 
relationship between the location of the school 
systems of Georgia Special Education Directors and 
their general stress levels. 
In Table 53, the presentation of the data indicates 
that the correlation of the location of the school systems 
of Georgia Special Education Directors and their general 
stress levels was not significant at the .05 level of 
significance. Therefore, at -.0507, the null hypothesis was 
not rejected because the calculated probability of .543 was 
greater than the pre-established probability of .05. 
Table 53 
Correlation of Location of School Systems and General 
Stress Levels 
Variable N r (P) 
Location of School Systems 146 -.0507 .543 
P”. 05 
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Hypothesis Thirty-Five: There is no significant 
relationship between the number of special 
education students in the school systems of 
Georgia Special Education Directors and their 
perceived sources of job stress. 
Data reported in Table 54 indicates the results of 
testing the hypothesis. The correlation coefficient of the 
number of special education students in the school systems 
of Georgia Special Education Directors and their perceived 
sources of job stress was .1036. Therefore, the correlation 
was not significant at the .05 level of significance and the 
null hypothesis was not rejected. It was not significant 
because the calculated probability of .214 was greater than 
the pre-established probability of .05. 
Table 54 
of Job Stress 
Variable N r (P) 
Special Education Students 146 . 1036 .214 
p«. 05 
119 
Hypothesis Thirty-Six: There is no significant 
relationship between the number of staff 
supervised by Georgia Special Education Directors 
and their perceived sources of job stress. 
The presentation of data in Table 55 indicates that 
there was not a significant relationship between the number 
of staff supervised by Georgia Special Education Directors 
and their perceived sources of job stress at .1400. 
Therefore, the null hypothesis was not rejected because the 
calculated probability of .092 was greater than the pre- 
established probability of .05. 
Table 55 
Correlation of Supervised Staff and Sources of Job Stress 
Variable N r (P) 
Supervised Staff 146 . 1400 .092 
P-.05 
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Hypothesis Thirty-Seven: There is no significant 
relationship between the location of the school 
systems of Georgia Special Education Directors and 
their perceived sources of job stress. 
Data reported in Table 56 indicates that the null 
hypothesis was not rejected because the correlation 
coefficient of the location of the school systems of Georgia 
Special Education Directors and their perceived sources of 
job stress was -.1390. Therefore, there was not a 
significant inverse relationship and it was not significant 
at the .05 level of significance because the calculated 
probability of .094 was greater than the pre-established 
probability of .05. 
Table 56 
Correlation of Location of School Systems and Sources 
of Job Stress 
Variable N r (P) 
Location of School Systems 146 -.1390 .094 
P-.05 
Summary 
The purpose of this chapter was to present the 
statistical analysis of the data with respect to the 
independent and dependent variables. A total of thirty- 
seven hypotheses were statistically examined and five were 
found to be significant. Thirty-two of the hypotheses were 
found not to be significant. The significance, which either 
accepted or rejected the null hypotheses, was determined at 
the .05 level of significance. 
Chapter V 
Summary, Conclusions, Implications and Recommendations 
This chapter presented a brief summary of the purpose, 
design, methods of analysis, and findings of the study. 
Also presented in the chapter are the conclusions, 
implications, and recommendations of the study. 
The purpose of this study was to determine if a 
significant relationship existed between Georgia Special 
Education Directors' personal and professional backgrounds, 
level of job satisfaction, general health status, the school 
systems' characteristics and their general stress levels and 
stress related to the Special Education Directors' job 
duties. Thirty-seven hypotheses were formulated. The study 
investigated the relationship between the independent 
variables and the dependent variable. The independent 
variables consisted of Special Education Directors' job 
duties. Special Education Directors' personal backgrounds. 
Special Education Directors' professional backgrounds. 
Special Education Directors' job satisfaction level. Special 
Education Directors' general health status, and the 
characteristics of Georgia public school systems. The 
dependent variables were the general level of stress and the 
sources of job stress. 




Figure 2. Relationship of the variables 
Independent Variables Dependent Variables 
SUBJECTS' PERSONAL BACKGROUND > 
SCHOOL SYSTEM DEMOGRAPHICS > 
SUBJECTS' PROFESSIONAL BACKGROUNDS > 
SUBJECTS' JOB SATISFACTION > 





The study's population consisted of the entire 
population of Georgia Special Education Directors. Data for 
the study were collected using a four part survey developed 
by the researcher. 
During the month of May, 1990, the survey was mailed to 
all 180 Special Education Directors in Georgia. A follow-up 
request was made in June, 1990. In all, 81% (n=146) of the 
Georgia Special Education Directors returned the survey to 
the researcher. 
A Pearson Correlation was used to calculate the data 
and to analyze the thirty-seven hypotheses. Throughout the 




A summary of the findings and conclusions were 
presented with respect to each hypothesis. 
1. There is no significant relationship between 
the general stress levels of Georgia Special 
Education Directors and their perceived sources of 
job stress. 
The null hypothesis was rejected because a significant 
relationship was found to exist between perceptions of 
general stress levels and stress related to job duties of 
Georgia Special Education Directors. The subjects indicated 
that they perceived a moderate level of stress conditions 
and that being keyed up, irritable, having anxieties, 
experiencing energy level changes, and having aches and 
pains were frequently experienced conditions. High 
frequencies of stress in the subjects' professional and 
personal lives indicated that perceived stress conditions 
are experienced in the work place as well as in the home 
place. 
The subjects also indicated that they perceived their 
job duties as moderately contributing to stress. Frequently 
cited job duties causing stress were reading, completing and 
compiling reports, organizing the workday, meeting 
deadlines, dealing with unreasonable demands, and dealing 
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with staff shortages. All of these most frequently ranked 
stress causing job duties were generic to all school 
administrators. The highest ranking job duty that pertains 
only to Special Education Directors was dealing with state 
and federal monitoring of the Special Education Department. 
The data indicated that the Special Education 
Directors' perception of their general levels of stress 
coincided with the belief that their job duties were a 
source of stress to them. Therefore, Georgia Special 
Education Directors’ level of stress was directly related to 
their jobs. 
2. There is no significant relationship between 
the gender of Georgia Special Education Directors 
and their general stress levels. 
Because there was no significant correlation, the null 
hypothesis was not rejected. This finding indicated that 
gender was not a predictor of stress conditions. 
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3. There is no significant relationship between 
the race of Georgia Special Education Directors 
and their general stress levels. 
Since there was no significant correlation, it was 
concluded that race was not a predictor of stress 
conditions. 
4. There is no significant relationship between 
the age of Georgia Special Education Directors and 
their general stress levels. 
Because the null hypothesis was not rejected, it was 
concluded that age was not a predictor of stress conditions. 
5. There is no significant relationship between 
the marital status of Georgia Special Education 
Directors and their general stress levels. 
There was no significant correlation. The data 
indicated that marital status was not a predictor of stress 
conditions. 
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6. There is no significant relationship between 
the gender of Georgia Special Education Directors 
and their perceived sources of job stress. 
The null hypothesis was not rejected because a 
significant relationship did not exist between the gender of 
Georgia Special Education Directors and perceived stress 
related to job duties. Gender was not a predictor of job 
stress. 
7. There is no significant relationship between 
the race of Georgia Special Education Directors 
and their perceived sources of job stress. 
Because the null hypothesis was not rejected, it was 
concluded that race was not a predictor of job stress. 
8. There is no significant relationship between 
the age of Georgia Special Education Directors and 
their perceived sources of job stress. 
The null hypothesis was not rejected because a 
significant relationship did not exist between the age of 
Georgia Special Education Directors and perceived stress 
related to job duties. The data indicated that age was not 
a predictor of job stress. 
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9. There Is no significant relationship between 
the marital status of Georgia Special Education 
Directors and their perceived sources of job 
stress. 
The null hypothesis was not rejected because a 
significant relationship did not exist between the marital 
status of Georgia Special Education Directors and perceived 
stress related to job duties. The data indicated that 
marital status was not a predictor of job stress. 
10. There is no significant relationship between 
the highest level of education of Georgia Special 
Education Directors and their general stress 
levels. 
A significant relationship was not found between the 
educational backgrounds of Georgia Special Education 
Directors and their general stress levels. The null 
hypothesis was not rejected. The data indicated that the 
highest level of education was not a predictor of general 
stress. 
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11. There is no significant relationship between 
the years of teaching experience of Georgia 
Special Education Directors and their general 
stress levels. 
The null hypothesis was not rejected. The data 
indicated that the number of teaching years' experience was 
not a predictor of general stress. 
12. There is no significant relationship between 
teaching level experience of Georgia Special 
Education Directors and their general stress 
levels. 
The null hypothesis was not rejected. The data 
indicated that the teaching level experience was not a 
predictor of general stress. 
13. There is no significant relationship between 
the job role of Georgia Special Education 
Directors and their general stress levels. 
The null hypothesis was not rejected. The data 
indicated that the job role was not a predictor of general 
stress. 
130 
14. There Is no significant relationship between 
the number of school systems served by Georgia 
Special Education Directors and their general 
levels of stress. 
The null hypothesis was not rejected. The data 
indicated that the number of employing school systems was 
not a predictor of general stress. 
15. There is no significant relationship between 
the number of years in the current position of 
Georgia Special Education Directors and their 
general stress levels. 
The null hypothesis was not rejected. The data 
indicated that the number of years in the present position 
was not a predictor of general stress. 
16. There is no significant relationship between 
the years of administrative experience of Georgia 
Special Education Directors and their general 
stress levels. 
The null hypothesis was not rejected. The data 
indicated that the years as an administrator was not a 
predictor of general stress. 
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17. There Is no significant relationship between 
the current annual salary of Georgia Special 
Education Directors and their general stress 
levels. 
The null hypothesis was not rejected. The data 
indicated that the current annual salary was not a predictor 
of general stress. 
18. There is no significant relationship between 
the length of the annual employment contract of 
Georgia Special Education Directors and their 
general stress levels. 
The null hypothesis was not rejected. The data 
indicated that the annual contract length was not a 
predictor of general stress. 
19. There is no significant relationship between 
the job satisfaction of Georgia Special Education 
Directors and their general stress levels. 
A significant relationship was found between the job 
satisfaction of Georgia Special Education Directors and 
their general stress levels. The null hypothesis was 
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rejected. The data indicated that as the job satisfaction 
was high, the general level of stress was low. 
20. There is no significant relationship between 
the general health status of Georgia Special 
Education Directors and their general stress 
levels. 
A significant relationship was found between the 
general health status of Georgia Special Education Directors 
and their general stress levels. The data indicated that as 
the general health status was high, the general stress level 
was low. The null hypothesis was rejected. 
21. There is no significant relationship between 
the highest level of education of Georgia Special 
Education Directors and their perceived job 
stress. 
The null hypothesis was not rejected because a 
significant relationship was not found between the 
educational backgrounds of Georgia Special Education 
Directors and stress related to job duties. The results 
indicated that the highest level of education was not a 
predictor of stress related to job duties. 
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22. There is no significant relationship between 
the years of teaching experience of Georgia 
Special Education Directors and their perceived 
sources of job stress. 
The results indicated that the number of teaching 
years' experience was not a predictor of stress related to 
job duties. 
23. There is no significant relationship between 
teaching level of Georgia Special Education 
Directors and their perceived sources of job 
stress. 
The results indicated that the teaching level was not a 
predictor of stress related to job duties. 
24. There is no significant relationship between 
the job role of Georgia Special Education 
Directors and their perceived sources of job 
stress. 
The results indicated that the job role was not a 
predictor of stress related to job duties. 
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25. There Is no significant relationship between 
the number of school systems served by Georgia 
Special Education Directors and their perceived 
sources of job stress. 
The results indicated that the number of employing 
school systems was not a predictor of stress related to job 
duties. 
26. There is no significant relationship between 
the number of years in the current position of 
Georgia Special Education Directors and their 
perceived sources of job stress. 
Years in present position was not a predictor of stress 
related to job duties. 
27. There is no significant relationship between 
the years of administrative experience of Georgia 
Special Education Directors and their perceived 
sources of job stress. 
The results indicated that the years as an 
administrator was not a predictor of stress related to job 
duties. 
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28. There Is no significant relationship between 
the current annual salary of Georgia Special 
Education Directors and their perceived sources of 
job stress. 
The results indicated that the current annual salary 
was not a predictor of stress related to job duties. 
29. There is no significant relationship between 
the length of the annual employment contract of 
Georgia Special Education Directors and their 
perceived sources of job stress. 
The results indicated that the annual contract length 
was not a predictor of stress related to job duties. 
30. There is no significant relationship between 
the job satisfaction of Georgia Special Education 
Directors and their perceived sources of job 
stress. 
The null hypothesis was rejected because a significant 
relationship between the job satisfaction of Georgia Special 
Education Directors and their job related stress was 
indicated. The data suggested that as job satisfaction was 
high, the perceived sources of job stress were low. 
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31. There Is no significant relationship between 
the general health status of Georgia Special 
Education Directors and their perceived sources of 
job stress. 
The null hypothesis was rejected because a significant 
relationship was determined between the general health 
status of Georgia Special Education Directors and their job 
related stress. The data indicated that as the general 
health status was high, the perceived sources of job stress 
were low. 
32. There is no significant relationship between 
the number of special education students in the 
school systems of Georgia Special Education 
Directors and their perceived sources of job 
stress. 
The null hypothesis was not rejected. The data 
indicated that the number of special education students was 
not a predictor of general stress levels. 
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33. There Is no significant relationship between 
the number of staff supervised by Georgia Special 
Education Directors and their general stress 
levels. 
The null hypothesis was not rejected. The data 
indicated that the number of supervised staff was not a 
predictor of general stress levels. 
34. There is no significant relationship between 
the demographics of the school systems of Georgia 
Special Education Directors and their general 
stress levels. 
The null hypothesis was not rejected. The findings 
indicated that the location of the school system was not a 
predictor of general stress levels. 
35. There is no significant relationship between 
the number of special education students in the 
school systems of Georgia Special Education 
Directors and their perceived sources of job 
stress. 
The findings indicated that the number of special 
education students was not a predictor of stress when 
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related to the job duties of Georgia Special Education 
Directors. 
36. There is no significant relationship between 
the number of staff supervised by Georgia Special 
Education Directors and their perceived sources of 
job stress. 
The findings indicated that the number of supervised 
staff was not a predictor of stress when related to the job 
duties of Georgia Special Education Directors. 
37. There is no significant relationship between 
the location of the school systems of Georgia 
Special Education Directors and their perceived 
sources of job stress. 
The data indicated that the location of the school 
system was not a predictor of stress when related to the job 
duties of Georgia Special Education Directors. 
Summary of Findings 
1. There was a significant relationship between the 
general stress levels of Georgia Special Education 
Directors and their perceived sources of job 
stress. 
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2. There was no significant relationship between the 
gender of Georgia Special Education Directors and 
their general stress levels. 
3. There was no significant relationship between the 
race of Georgia Special Education Directors and 
their general stress levels. 
4. There was no significant relationship between the 
age of Georgia Special Education Directors and 
their general stress levels. 
5. There was no significant relationship between the 
marital status of Georgia Special Education 
Directors and their general stress levels. 
6. There was no significant relationship between the 
gender of Georgia Special Education Directors and 
their perceived sources of job stress. 
7. There was no significant relationship between the 
race of Georgia Special Education Directors and 
their perceived sources of job stress. 
8. There was no significant relationship between the 
age of Georgia Special Education Directors and 
their perceived sources of job stress. 
9. There was no significant relationship between the 
marital status of Georgia Special Education 
Directors and their perceived sources of job 
stress. 
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10. There was no significant relationship between the 
highest level of education of Georgia Special 
Education Directors and their general stress 
levels. 
11. There was no significant relationship between the 
years of teaching experience of Georgia Special 
Education Directors and their general stress 
1 eve 1s. 
12. There was no significant relationship between 
teaching level experience of Georgia Special 
Education Directors and their general stress 
levels. 
13. There was no significant relationship between the 
job role of Georgia Special Education Directors and 
their general stress levels. 
14. There was no significant relationship between the 
number of school systems served by Georgia Special 
Education Directors and their general levels of 
stress. 
15. There was no significant relationship between the 
number of years in the current position of Georgia 
Special Education Directors and their general 
stress levels. 
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16. There was no significant relationship between the 
years of administrative experience of Georgia 
Special Education Directors and their general 
stress levels. 
17. There was no significant relationship between the 
current annual salary of Georgia Special Education 
Directors and their general stress levels. 
18. There was no significant relationship between the 
length of the annual employment contract of Georgia 
Special Education Directors and their general 
stress levels. 
19. There was a significant relationship between the 
job satisfaction of Georgia Special Education 
Directors and their general stress levels. 
20. There was a significant relationship between the 
general health status of Georgia Special Education 
Directors and their general stress levels. 
21. There was no significant relationship between the 
highest level of education of Georgia Special 
Education Directors and their perceived job stress. 
22. There was no significant relationship between the 
years of teaching experience of Georgia Special 
Education Directors and their perceived sources of 
job stress. 
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23. There was no significant relationship between 
teaching level experience of Georgia Special 
Education Directors and their perceived sources of 
job stress. 
24. There was no significant relationship between the 
job role of Georgia Special Education Directors and 
their perceived sources of job stress. 
25. There was no significant relationship between the 
number of school systems served by Georgia Special 
Education Directors and their perceived sources of 
job stress. 
26. There was no significant relationship between the 
number of years in the current position of Georgia 
Special Education Directors and their perceived 
sources of job stress. 
27. There was no significant relationship between the 
years of administrative experience of Georgia 
Special Education Directors and their perceived 
sources of job stress. 
28. There was no significant relationship between the 
current annual salary of Georgia Special Education 
Directors and their perceived sources of job 
stress. 
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29. There was no significant relationship between the 
length of the annual employment contract of Georgia 
Special Education Directors and their perceived 
sources of job stress. 
30. There was a significant relationship between the 
job satisfaction of Georgia Special Education 
Directors and their perceived sources of job 
stress. 
31. There was a significant relationship between the 
general health status of Georgia Special Education 
Directors and their perceived sources of job 
stress. 
32. There was no significant relationship between the 
number of special education students in the school 
systems of Georgia Special Education Directors and 
their perceived sources of job stress. 
33. There was no significant relationship between the 
number of staff supervised by Georgia Special 
Education Directors and their general stress 
1eve 1s. 
34. There was no significant relationship between the 
location of the school systems of Georgia Special 
Education Directors and their general stress 
levels. 
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35. There was no significant relationship between the 
number of special education students in the school 
systems of Georgia Special Education Directors and 
their perceived sources of job stress. 
36. There was no significant relationship between the 
number of staff supervised by Georgia Special 
Education Directors and their perceived sources of 
job stress. 
37. There was no significant relationship between the 
location of the school systems of Georgia Special 
Education Directors and their perceived sources of 
job stress. 
Implications 
The findings of the research implied that Georgia 
Special Education Directors perceived a moderate level of 
stress in their work place, as well as in their home place. 
However, the job duties identified as the greatest sources 
of stress to them were job duties of all school 
administrators. Implied was that the higher the perceived 
level of job satisfaction and the level of general health, 
the lower the level of stress. 
Based on the findings and conclusions of this study, 
the following implications are warranted. 
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1. A general level of stress is perceived in the 
Georgia Special Education Directors' whole life, at 
the work place and in the home place. 
2. The highest frequency of job duties that cause 
stress to Georgia Special Education Directors were 
job duties that were generic to all school 
administrators. 
3. Age, sex, race, and marital status were not 
predictors of general stress or predictors of 
stress caused by the job duties of Georgia Special 
Education Directors. 
4. The professional backgrounds of Georgia Special 
Education Directors were not predictors of general 
stress levels or identifying sources of job stress. 
5. The demographics of the school system were not 
predictors of Georgia Special Education Director's 
general stress level or perceptions of stress 
related to their job duties. 
6. The higher the level of job satisfaction of Georgia 
Special Education Directors, the lower their 
general level of stress. 
7. The higher the level of job satisfaction of Georgia 
Special Education Directors, the lower their 
perception of stress as related to their job 
duties. 
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8. The higher the general level of health of Georgia 
Special Education Directors, the lower their level 
of stress. 
9. The higher the general level of health of Georgia 
Special Education Directors, the lower their 
perception of stress as related to their job 
duties. 
10. The job turnover of Georgia Special Education 
Directors is high because 42% of the population 
indicated that they have held their current 
position less than four years. Another 30% have 
held their position five to nine years. 
11. Georgia Special Education Directors were 
experiencing a moderate level of general stress. 
12. Georgia Special Education Directors perceived their 
job duties as causing a moderate level of stress to 
them. 
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13. There Is a significant relationship between the 
Georgia Special Education Directors' general level 
of stress and their perceived sources of job 
stress. 
The personal and professional demographics of Georgia 
Special Education Directors and the school systems' 
demographics were not predictors of stress. However, high 
levels of job satisfaction and general health status were 
predictors of low levels of stress. 
Recommendations 
Because Georgia Special Education Directors reported 
experiencing a moderate level of stress, they need to be 
educated on the importance of activities and practices which 
can lower levels of stress. School Superintendents and the 
general public need to be educated on the stress levels of 
Special Education Directors and the importance of job 
satisfaction and its effect on stress. Job burnout and 
turnover weakens the education process and services for 
Special Education students. 
Based on the findings and implications of this study, 
the following recommendations are warranted: 
1. Since a perceived high level of general health 
status lowers the level of stress, it is 
recommended that Georgia Special Education 
Directors receive in-service training programs 
that address strategies and techniques to alleviate 
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stressors. Techniques such as proper diet, 
exercise, relaxation, social support systems, goal 
setting, time management, networking, creative 
problem solving, stroking, good-to-myse1f, and 
positive talk should be encouraged. 
2. A high level of job satisfaction lowers the level 
of stress, so it is recommended that 
superintendents in Georgia be aware of the 
importance of job satisfaction and implement 
rewards and positive feedback techniques in 
supervising the special education staff. 
3. The study implied that a general level of stress 
was perceived at the work and home place 
simultaneously. Therefore, it is recommended that 
Georgia Special Education Directors be provided job 
stress and coping strategies. Programs to 
eliminate stress should be made available for the 
purpose of strengthening levels of coping skills 
and lowering levels of job stress. 
4. The job turnover rate of Georgia Special Education 
Directors needs to be addressed by the Georgia 
Department of Education and local school systems. 
5. The study implied that local central office school 
administrators need to focus on the work 
environment and job duties to address those factors 
149 
that cause job stress to Georgia Special Education 
Directors. 
6. Excessive paperwork needs to be addressed since 
Georgia Special Education Directors ranked it as 
the job duty that causes them the most stress. 
7. Further research should be undertaken with regard 
to the effect of Georgia Special Education 
Directors' stress on Special Education teachers, 
support staff, departmental goals and successes, 
and the students. 
The Special Education Director is a vulnerable target 
for stress and all the complications that accompany the 
stressed conditions. It is apparent that some Georgia 
Special Education Directors are burning out on the job 
because of job stress. The result is a significant decrease 
in job satisfaction, performance, and services for the 
special children of Georgia. Georgia needs its Special 
Education Directors. 
APPENDIX A 
LETTERS TO VALIDATORS 
William P. Kendal 1 
4312 Old Macon Road 
Condo 32 
Columbus. Georgia 31907 
(H) 568-4289 
(W) 324-3415 
May 2. 1990 
I am requesting your voluntary participation in my 
dissertation study of Georgia Special Education Directors 
and Job Stress. This is in partial fulfillment of the 
requirements for the Doctoral Degree of Education 
Administration at Clark-Atlanta University. It is my 
intention to gather data from Special Education Directors 
across the state to determine their levels and sources of 
job stress. 
I need your assistance in the validation process of my 
survey. I request that you review the survey carefully and 
give me constructive feedback, on the form provided. Please 
respond to all validation items and return it to me by mail 
in the provided self-addressed envelope by May 11. 
I appreciate your feedback, input, time, participation, 
and support of this research validation process. 
Thank-You. 
William P. Kendall 
APPENDIX B 
PANEL OF EXPERTS FOR INSTRUMENT 
VALIDATION - MAY. 1990. 
Entire Instrument: 
Dr. Carolyn Cart ledge 
Professor of Educational Research 
Co 1umbus College 
Columbus, Georgia 
Dr. William Hortman 
Director of Research Evaluation 
Muscogee County School District 
Columbus, Georgia 
Parts I. II & IV: 
Mrs. Brenda Dozier 
Special Education Consultant 
Muscoge County School District 
Columbus, Georgia 
Mrs. Shirley Jaeger 
Special Education Consultant 
Muscogee County School District 
Columbus, Georgia 
Mrs. Betty Kruggel 
Retired Special Education Director 
Muscogee County School District 
Columbus. Georgia 
Mr. Wayne Means 
Special Education Consultant 
Muscogee County School District 
Columbus, Georgia 
Ms. Julie Sellers 
Special Education Consultant 
Muscogee County School District 
Columbus, Georgia 
Part III: 
Mrs. Juanita Booker 
Director of Counseling 
Muscogee County School District 
Columbus, Georgia 
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Mrs. Sandra Fitzgerald Hall 
Registered Nurse 
Medical College of Georgia 
Augusta, Georgia 
Dr. Ivy Mallisham 
Director of Counseling & Placement 
Columbus College 
Columbus, Georgia 
Rev. Beverly McEachern 
Pastoral Counselor 
Pastoral Institute of Columbus 
Columbus, Georgia 
Dr. Larry Mize 11 
Counseling and Placement 
Co1umbus Co11ege 
Columbus, Georgia 




Rev. Duncan Sinclair 
Marriage and Family Therapist 
Pastoral Institute of Columbus 
Columbus, Georgia 
Dr. Robert Smith 
School Psychologist 
Muscogee County School District 
Columbus, Georgia 
APPENDIX C 
SPECIAL EDUCATION DIRECTORS JOB STRESS SURVEY 
VALIDATION OF PARTS I. II. AND IV 
1. re the survey's directions stated with clarity and 
grammatically correct? 
PART I (Circle One) YES NO 
If NO, what was not clear and/or correct?  
PART II (Circle One) YES NO 
If NO, what was not clear and/or correct? 
PART IV (Circle One) YES NO 
If NO, what was not clear and/or correct? 
2. Are the survey's items stated with clarity and 
grammatically correct? 
PART I (Circle One) YES NO 
If NO, what was not clear and/or correct?   
PART II (Circle One) YES NO 
If NO, what was not clear and/or correct? 
PART IV (Circle One) YES NO 
If NO. what was not clear and/or correct? 
3. Do the items in Part I identify correct, useful and 
appropriate personal and professional background 
information on the subjects? (Circle One) YES NO 
If NO, which items should be excluded?  
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4. Do the Items In Part II Identify useful and appropriate 
background information about the school systems of 
the subjects? (Circle One) YES NO 
If NO, which items should be excluded?  
If corrections or changes should be made to these 
items, what would they be?  
What items could be added to Part II? 
5. Determine how much each of the fifty items in Part IV is 
a job duty of Georgia Special Education Directors by 
writing the appropriate response letter by the item 
number. 
A. Item is VERY MUCH a job duty of Georgia Special 
Education Directors. 
B. Item MAY BE a job duty of Georgia Special Education 
Directors. 




SPECIAL EDUCATION DIRECTORS JOB STRESS SURVEY 
VALIDATION OF PART III 
1. re the survey's directions stated with clarity and 
grammatically correct? 
PART III (Circle One) YES NO 
If NO, what was not clear and/or correct?  
2. Are the survey's items stated with clarity and 
grammatically correct? 
PART III (Circle One) YES NO 
If NO, what was not clear and/or correct?   
3. Determine how much each, of the twenty-five items in 
Part III, is an indicator of stress by writing the 
appropriate response letter by the item number. 
A. Item is a STRONG indicator of stress. 
B. Item MAY BE an indicator of stress. 
C. Item is a WEAK indicator of stress. 
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6. Are there any job duties of Georgia Special Education 
Directors that should have been included in the survey? 
(Circle One) YES NO 
If YES, what job duties should be included?  
7. How long did it take you to respond to all four parts of 
the survey? . 
Comments  
8. How appropriate is the survey length? (Circle One) 
TOO SHORT APPROPRIATE LENGTH TOO LONG 
Comments.  
9. Please make any other comments and suggestions. 
1.47 
6. Are there any job duties of Georgia Special Education 
Directors that should have been included in the survey? 
(Circle One) YES NO 
If YES, what job duties should be included?  
7. How long did it take you to respond to all four parts of 
the survey? . 
Comments  
8. How appropriate is the survey length? (Circle One) 
TOO SHORT APPROPRIATE LENGTH TOO LONG 
Comments.  
























4. Are there any indicators of stress that were not 
included in this survey? 
(Circle One) YES NO 
If YES, which indicators of stress should have been 
included in Part III? 
5. How is the appropriateness of the length of Part III of 
the survey? (Circle One) 
TOO SHORT 
Comments : 
APPROPRIATE LENGTH TOO LONG 
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6. Pleas© make any other comments and suggestions. 
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APPENDIX E 
VALIDATION OF SPECIAL EDUCATION DIRECTORS JOB STRESS SURVEY 
1. Are the survey's directions stated with clarity and 
grammatica1ly correct ? 
Part I (Circle One) YES NO 
If NO, what was not clear and/or correct?  
PART II (Circle One) YES NO 
If NO, what was not clear and/or correct? 
PART III (Circle One) YES NO 
If NO, what was not clear and/or correct? 
PART IV (Circle One) YES NO 
If NO, what was not clear and/or correct? 
2. Are the survey's items stated with clarity and 
grammatically correct? 
PART I (Circle One) YES NO 
If NO, what was not clear and/or correct?  
PART II (Circle One) YES NO 
If NO, which items were not clear and/or correct? 
PART III (Circle One) YES NO 
If NO, which items were not clear and/or correct? 
PART IV (Circle One) YES NO 
If NO, which items were not clear and/or correct? 
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3. Do the items in Part I identify useful and appropriate 
background information about the subjects? 
(Circle One) YES NO 
If NO, which items should be excluded?  
What items could be added to the survey? 
4. Do the items in Part II identify useful and appropriate 
background information about the school systems of the 
subjects? 
(Circle One) YES NO 
If NO, which items should be excluded?  
What items could be added to the survey? 
5. Do the items in PART III indicate stress? 
(Circle One) YES NO 
If NO, which items should be excluded? 
What items could be added to the survey? 
6. Do the items in Part IV represent sources of job stress 
for Special Education Directors? 
(Circle One) YES NO 
If NO, which items should be excluded?  
What items could be added to the survey? 
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7. In general, does the survey appear to measure what It 
intends to? 
Comments :   
8. How is the appropriateness of the survey length? 
(Circle One) 
TOO SHORT APPROPRIATE LENGTH TOO LONG 
Comments :  
9. Please make any other comments and suggestions. 
APPENDIX F 
LETTER TO SPECIAL EDUCATION DIRECTORS 
Wi11iam P. Kendal 1 
4312 Old Macon Road. Condo 32 
Columbus, Georgia 31907 
May 21, 1990 
Dear Special Education Director, 
STRESS is any percieved event that causes a demand on 
one’s body or mind in excess of the individual's capacity to 
meet that demand. Recently, there has become a growing 
awareness of job stress among professional educators. The 
job duties of special educators indicate that you may be a 
vulnerable target for stress and all the complications that 
accompany the stressed conditions. You now have an 
opportunity to participate in a stress study that pertains 
ONLY to Georgia Special Education Directors. 
I am requesting your voluntary participation in a 
dissertation study of Georgia Special Education Directors 
and Job Stress. This is in partial fulfillment of the 
requirements for the Doctoral Degree of Education 
Leadership-Administration at Clark-Atlanta University. It 
is my intention to gather data from you to determine levels 
of job stress. 
I request that you complete the enclosed survey. 
Keenly aware of the many demands on your time, I have kept 
the enclosed survey as brief as possible; it should take 
fifteen minutes to complete. The survey consists of four 
parts; Part I - Personal Demographics; Part II - School 
System Demographics; Part III - Stress Checklist; and. Part 
IV - Sources of Job Stress. Please respond to a 11 items in 
a 11 parts of the survey. Your input is critical to the 
outcome of this study, please complete and return the 
enclosed addressed envelope by May 31. You are not 
requested to reveal your name. 
I appreciate your valuable time, contribution, honest 
responses, participation, and assistance with this research 
study. A summary of the major findings will be available to 
you upon request. 
With Thanks. 
William P. Kendall 
Doctoral Candidate 
Clark-Atlanta University 
(404) 568-4289 (H) (404) 324-3415 (W) 
163 
APPENDIX G 
SPECIAL EDUCATION DIRECTOR JOB STRESS SURVEY 
PART I • Pcrtonal Pornographic Infonaatioa 
Select ONE response (or esch item that applies best to you. by circling the appropriate number. (Item F. may 
require more than one reaponae) 
Sox B. Race C. Age 
1. Milo 1. Caucasian 1.20-29 
2. Ferrule 2. Black 2.30-39 
3. Hispanic 3.40-49 
Marital Statu» 4. Asian 4. 50-59 
1. Married 5. Indian 5.60 or older 
2. Single 
3. Single With Dependents 
4. Widowed 
». Other S nocif v 
Highest Laval •( Edecatlea Completed F. Carroll Updated Professional Georgia G. Total Years of Teaching Experience 
1. Bachelor's Degree 
2. Master's Degree 
3. Specialist Degree 
4 Doctoral Degree 
Certification 
/Circle ail that appiyt 
1. Special Education Teaching Certificate 
2. Regular Education Teaching Certificate 
3. Leaders hip/ Administration Certificate 
4. Spodal Education Director's Certificate 
1. No teaching experience 
2.1 to 3 years 
3. 4 to 9 years 
4.10 to 19 years 
5.20 or more years 
H. Teaching Level in Which Yen Have the Greatest Yean Experience 
1. Teaching elementary special education 
2. Teaching junior high/middie school special educstion 
3. Teaching high school special education 
4. Teaching elementary regular education 
5. Teaching junior high/middle school regular education 
6. Teaching high school regular education 
7. Other Specify  
8. No teaching experience 
I. Carrent Job Role 
1. Special Education Director, only 
2. Assistant Superintendent and Special Education Director 
3. School Principal and Special Education Director 
4. Coordinator/Director of another department/program and 
Special Education Director Specify  
5. Other and Special Education Director 
Specify  
J. Number of School System* la Which Yoa Seres as Special 
Edacalloa Director 
1. One school system 
2. Two school systems 
3. Three school systems 
4. Four or more school systems 





4.20 or mote years 
L. Number si Years ia Edacatiea as aa Admialstratsr 
1.0-4 years 
2. 5-9 years 
3. 10-19 years 
4. 20 or more years 
M. Year Carrent Annual Salary 
1.120.000. 00 or below 
2. S21.000.00 - 930.000.00 
3.131.000. 00-S40.000.00 
4. S41.000.00 - S50.000.00 
5.951.000. 00 and above 






O. Y oar Currsat Laval of Job SaUslactiea ia 
Your Pressai Emplsymsal PoslUsa 
1. Experiencing aa job satisfaction 
2. Experiencing little job satisfaction 
3. Experiencing mederato job sstialaetion 
4. Experiencing beg Beat job satialactioa 
5. Experiencing high job satisfaction 





/Please coalman on nazi payai 
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PART II - School System Demographic Information 
Select ONE response for each item that applies best to 
A. Total Special Education Student Population of the School 
System In Which Yoa are Employed 




5.3,901 and above 
C. The Location of the School Syetem in Which Yon arc Employed 
1. North Georgia 
2. South Georgia 
3. West Georgia 
4. East Georgia 
5. Central Georgia 
you, by circling the appropriate number. 
B. Direct Responsihility/Snpervision for the Number of ProfeesionaL 
Para-Professional and Clerical Staff in Your Special Education 
Department 
1.0-15 staff members 
2.18-40 staff members 
3.41-70 staff members 
4.71-100 staff members 
5.101 or more staff members 
PART III - Stress Checklist 
Using the scale below indicate, by circling the appropriate letter, how often you have experienced any of the 
following conditions within the past three months: 
A. I ALWAYS experience this condition of ■»— ■ 
F. I FREQUENTLY experience this condition of 
S. I SOMETIMES experience this condition of 
R. I RARELY experience this condition of •*—- 
N. I NEVER experience this condition of « 
1. A feeling of irritability  N R S 
2. Unexplained aches, pains, and headaches  N R S 
3. Unusual patterns of illness  N R S 
4. Change in the use of alcohol, tobacco, or prescription medication  N R S 
5. A sense of being “keyed up”  N R S 
6. Nervous tics and habits  N R S 
7. Change in bowel/bladder habits  N R S 
8. Change in eating habits  N R S 
9. Change in sleeping habits  N R S 
10. Rapid mood changes  N R S 
11. Change in blood pressure and/or heart rate  N R S 
12. Skin problems/rashes  N R S 
13. Feeling depressed N R S 
14. Throwing/kicking objects  N R S 
15. Change in energy level  N R S 
16. Change in weight N R S 
17. Change in skin temperature (perspiring, flushing, blushing, etc.) N R S 
18. Teeth grinding N R S 
19. Anxieties about job, work place, and professional life N R S 









































<Please continue on next page/ 
PART IV - Surrey of Job Strew Source» 
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Using the scale below, indicate how often each has been a source of stress to you within the past three months, as 
Special Education Director, by circling the appropriate letter in the space provided. 
A. The condition is ALWAYS a source of stress to me. *   
F. The condition is FREQUENTLY a source of stress to me. •*—  
S. The condition is SOMETIMES a source of stress to me. « ■   
R. The condition is RARELY a source of stress to me. « 
N. The condition is NEVER a source of stress to me.  | 
1. Reading, completing, and/or compiling reports N 
2. Understanding/implementing the goals of the organization N 
3. Consulting with legal officers and/or attending legal hearings N 
4. Implementing Public Law 94-142 N 
5. Dealing with the State Department of Education and/or other regulatory 
agencies N 
6. Maintaining the F.T.E. count N 
7. Compiling the Annual Special Education Comprehensive Plan N 
8. Providing due process for students, parents, and staff N 
9. Organizing the work day to maximize completion of tasks N 
10. Meeting deadlines  N 
11. Dealing with unreasonable demands N 
12. Composing memos/letters N 
13. Attending to events that need immediate attention N 
14. Dealing with teacher/staff shortages N 
15. Recruiting, hiring and providing orientation for new staff members N 
16. Conducting department and organization meetings N 
17. Handling telephone call interruptions N 
18. Handling staff interruptions N 
19. Participating in the staffing and placement of exceptional children N 
20. Dealing with the transportation of exceptional students N 
21. Being involved in the state and federal monitoring of the department N 
22. Monitoring individual teacher's case load and teaching certification N 
23. Dealing with class sizes and caseloads N 
24. Gaining support for departmental goals N 
25. Making decisions that affect the career, safety, and lives of other people.. N 
26. Delegating work/tasks N 
27. Supervising and coordinating the tasks of many people N 
28. Evaluating the job performance of staff members N 
29. Resolving differences between regular and special education N 
30. Participating in teacher consultations N 
31. Participating in parental consultations N 
32. Participating in principal consultations N 
33. Participating in other staff consultations (Clerical, Psychologists, Speech 
Therapist, O.T- P.T., Curriculum/Exceptionalities, Consultants, etc.). N 
34. Satisfying the demands of those who have authority over me N 
35. Gaining the support and backing of superiors N 
36. Dealing with the public scrutiny of department. N 
37. Dealing with budgetary concerns N 
38. Gaining financial support for the program/department N 
39. Taking required college and staff development courses for state re-certificaticn... N 



























































































MAJOR FINDINGS REQUEST FORM 
PLEASE SEND ME A SUMMARY OF THE MAJOR FINDINGS OF 
GEORGIA SPECIAL EDUCATION DIRECTORS AND JOB STRESS. 
SEND TO: NAME 
ADDRESS 
YOU MAY SEND THIS REQUEST WITH YOUR SURVEY OR RETURN IT 
IN A SEPARATE ENVELOPE TO: 
WILLIAM P. KENDALL 
4312 OLD MACON ROAD 
CONDO 32 
COLUMBUS. GEORGIA 31907 
APPENDIX I 
REMINDER LETTER TO SPECIAL EDUCATION DIRECTORS 
Wi11iam P. Kendal 1 
4312 Old Macon Road 
Condo 32 
Columbus. Georgia 31907 
June 4, 1990 
Dear Special Education Director, 
A little over a week ago, I mailed you a survey 
regarding Georgia Special Education Directors and Job 
Stress. This dissertation study is in partial fulfillment 
of the requirements for the Doctoral Degree of Education 
Leadership-Administration at Clark-Atlanta University. If 
you have completed and returned the survey, please accept my 
sincere thanks for your valuable participation. 
If you have not had the opportunity to complete the 
survey as yet. may I ask you to do so now. Please respond 
to all items in a 11 parts of the enclosed survey and return 
it by June 9. I know you are terribly busy at this time of 
year, but the survey should only take fifteen minutes to 
complete. 
Your participation is critical to the outcome of this 
study and I appreciate your time, honest responses, and 
assistance with this research study. 
With Thanks, 
William P. Kendall 
Doctoral Candidate 
Clark-Atlanta University 
(404) 568-4289 (H) 
(404) 324-3415 (W) 
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APPENDIX J 
RANK ORDERING OF STRESS CONDITIONS 
A rank ordering of the group means for the frequency- 
stress conditions is presented in Table 57. The twenty 
stress conditions were ranked from the most to the least 
experienced by Georgia Special Education Directors. 
Table 57 
Stress Conditions Experienced in Past Three Months 
Rank Order Combined Means Condition 
1 3.110 Being keyed up 
2 3.048 Irritabi1ity 
3 3.027 Professional life anxieties 
4 2.795 Personal life anxieties 
5 2.589 Energy level changes 
6 2.445 Aches, pains & headaches 
7 2.322 Sleeping habit changes 
8 2.288 Weight changes 
9 2.288 Depression 
10 2.205 Mood changes 
11 2.178 Eating habit changes 
12 2.096 Blood pressure & heart rate changes 
13 1.966 Skin temperature changes 
14 1.945 Nervous tics 
15 1.890 Bowel and bladder changes 
16 1.801 I1lness 
17 1.781 Teeth grinding 
18 1.664 Skin rashes 
19 1.568 Alcohol, tobacco & medication changes 




FREQUENCIES OF SOURCES OF JOB STRESS 
The mean and standard deviation of Georgia Special 
Education Directors perceived sources of job stress are 
presented in Table 58. 
Table 58 
Sources of Job Stress 
Job Duties X S. D. 
Reading, completing & 
compiling reports Sometimes 3.274 .898 
Implementing the 
organization's goals Sometimes 2.856 1.010 
Consulting with legal officers Rarely 2.445 1.127 
Implementing Public Law 94.142 Sometimes 2.822 .966 
Dealing with regulatory agencies Sometimes 2.623 .998 
Maintaining the F. T. E. Count Sometimes 2.842 1.068 
Compiling Special Education Plan Sometimes 2.829 1.059 
Providing due process Sometimes 2.842 1.022 
Organizing the workday Sometimes 3.199 1.130 
Meeting deadlines Sometimes 3.171 1.066 
Dealing with unreasonable demands Sometimes 3.151 1.006 
Composing memos and letters Rarely 2.479 .911 
Tending to events that need 
attention Sometimes 3.021 .965 
Dealing with staff shortages Sometimes 3.144 1.050 
Hiring & providing orientation 
for new staff Sometimes 2.897 1.055 
Conducting meetings Rarely 2.445 .879 
Handling telephone interruptions Sometimes 2.918 .936 
Handling staff interruptions Sometimes 2.829 .942 
Placement of exceptional children Sometimes 2.712 1.003 
Dealing with transportation Sometimes 2.836 1.145 
State & federal monitoring of 
dept. Sometimes 3.062 1.210 
Monitoring teachers' caseloads Sometimes 2.753 .987 
Dealing with class sizes Sometimes 3.021 .965 
Gaining support for the 
department Sometimes 2.884 1.027 
Making decisions that affect 
1 ives Sometimes 2.836 .983 
Delegating work Rarely 2.493 .865 
Supervising people Sometimes 2.712 .917 
Evaluating staff Sometimes 2.596 .907 
Resolving differences between 
special and regular education Sometimes 2.836 .887 
Teacher consultations Rarely 2.425 .812 
Parental consultations Sometimes 2.534 .754 
Principal consultations 
Other staff consultations 
Satisfying demands of superiors 
Gaining support of superiors 
Dealing with public scrutiny 
Dealing with budgetary concern 
Gaining financial support for 
dept. 
Taking courses for 
re-certification 
Visiting schools and classes 
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Rarely 2.445 .779 
Rarely 2.445 .895 
Sometimes 2.733 .963 
Sometimes 2.712 1.126 
Rarely 2.486 .984 
Sometimes 2.993 .979 
Sometimes 2.890 1.018 
Rarely 2.260 1.083 
Rarely 2.253 1.049 
APPENDIX L 
RANK ORDERING OF SOURCES OF JOB STRESS 
A rank ordering of the group means is presented in 
Table 59. The frequency of job stress sources, as perceived 
by Georgia Special Education Directors, were ranked from the 
most to the least experienced. 
Table 59 
Sources of Job Stress in the Past Three Months 
Rank Order Combined Means Sources 
1 3.274 Reading, completing & compiling reports 
2 3.199 Organizing the workday 
3 3.171 Meeting deadlines 
4 3.151 Dealing with unreasonable demands 
5 3.144 Dealing with staff shortages 
6 3.062 State and federal monitoring of depts 
7 3.021 Attending to events that need attention 
8 3.021 Dealing with class sizes 
9 2.993 Dealing with budgetary concerns 
10 2.918 Handling telephone interruptions 
11 2.897 Hiring & providing orientation for 
new staff 
12 2.890 Gaining financial support for dept 
13 2.884 Gaining support for the department 
14 2.856 Implementing the organization's goals 
15 2.842 Maintaining the F. T. E. count 
16 2.842 Providing due process 
17 2.836 Dealing with transportation 
18 2.836 Making decisions that affect lives 
19 2.836 Resolving differences between regular 
and special education 
20 2.829 Compiling Special Education Plan 
21 2.829 Handling staff interruptions 
22 2.822 Implementing Public Law 94-142 
23 2.753 Monitoring teachers' caseloads 
24 2.733 Satisfying demands of supervisors 
25 2.712 Gaining support of superiors 
26 2.712 Placement of exceptional children 
27 2.712 Supervising people 
28 2.623 Dealing with regulatory agencies 
29 2.596 Evaluating staff 
30 2.534 Parental consultations 
31 2.493 Delegating work 
32 2.486 Dealing with public scrutiny 
33 2.479 Composing memos and letters 
34 2.445 Consulting with legal officers 
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35 2.445 Other staff consultations 
36 2.445 Conducting meetings 
37 2.445 Principal consultations 
38 2.425 Teacher consultations 
39 2.260 Taking courses for re-certification 
40 2.253 Visiting schools and classes 
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